
The University of Dodoma

University of Dodoma Institutional Repository http://repository.udom.ac.tz

Education Master Dissertations

2019

Effectiveness of motivation strategies in

teaching and learning among teachers

in public secondary schools in Dodoma, Tanzania

Mbilinyi, Maria

The University of Dodoma

Mbilinyi, M. (2019).  Effectiveness of motivation strategies in teaching and learning among

teachers in public secondary schools in Dodoma, Tanzania (Master's dissertation). The

University of Dodoma, Dodoma.

http://hdl.handle.net/20.500.12661/1938

Downloaded from UDOM Institutional Repository at The University of Dodoma, an open access institutional repository.



EFFECTIVENESS OF MOTIVATION STRATEGIES IN 

TEACHING AND LEARNING AMONG TEACHERS IN 

PUBLIC SECONDARY SCHOOLS IN DODOMA, 

TANZANIA 

 

 

 

 

 

MARIA MBILINYI 

 

 

 

 

 

 

MASTER OF ARTS IN EDUCATION 

THE UNIVERSITY OF DODOMA 

OCTOBER, 2019 



 

EFFECTIVENESS OF MOTIVATION STRATEGIES IN 

TEACHING AND LEARNING AMONG TEACHERS IN PUBLIC 

SECONDARY SCHOOLS IN DODOMA, TANZANIA 

 

 

 

 

 

 

 

 

MARIA MBILINYI 

 

 

 

 

 

 

A DISSERTATION SUBMITTED IN PARTIAL FULFILMENT OF 

THE REQUIREMENTS FOR THE DEGREE OF MASTER OF ARTS 

IN EDUCATION 

 

UNIVERSITY OF DODOMA 

OCTOBER, 2019 



i 

DECLARATION 

AND 

COPYRIGHT 

I, MBILINYI MARIA declare that this dissertation is my original work and that it 

has not been presented and will not be presented to any other University for a similar 

or any other degree award.  

 

 

 

 

 

 

 

 

 

 

No part of this dissertation may be produced, stored in any retrieval system or 

transmitted in any form or by any means without prior written permission of the 

author or the University of Dodoma. If transformed for publication in other format 

shall be acknowledged that, this work has been submitted for degree award at the 

University of Dodoma.  



ii 

CERTIFICATION 

The undersigned certifies that he has read and hereby recommends for acceptance by 

the University of Dodoma a dissertation entitled ―Effectiveness of Motivation 

Strategies in Teaching and Learning Among Teachers in Public Secondary 

Schools in Tanzania: A Case of Dodoma City” in partial fulfilment of the 

requirements for the degree of Master of Arts in Education of the University of 

Dodoma. 

 

 

 

 

 

Date: 04/11/2019 

 

 

 



iii 

ACKNOWLEDGEMENT 

First of all, I am grateful to the Almighty God for his protection and blessings, 

without him, nothing could be accomplished as far as this research is concerned.  

Second, I would like to express my gratitude my supervisor, Dr. Ombeni Msuya for 

moral and material support he gave me in accomplishing my dissertation. 

Furthermore, I would like to acknowledge the support provided by the University of 

Dodoma College of Education Lecturers‘ who built the foundation of research 

during the course work studies.  

I would also like to acknowledge the support given by my husband Emmanuel 

Mkongo, my brother Julius Mbilinyi and my mother Orsolina Duma, and all other 

persons who assisted me financially and psychologically in one way or another by 

supporting me in this dissertation to its completion. I am very thankful to all of 

them. 

Lastly, I would like to thank my respondents and informants who spent their time to 

assist me in providing reliable information that assisted me in the completion of this 

work. I would also like to thank all individuals who in one way or another assisted 

me in this study through their advice and comments they gave me so as to improve 

the quality of this study. 

 

 

 



iv 

DEDICATION 

I would like to dedicate this work to my family in general since they have been very 

patient and willing in assisting me so that I could finish writing this dissertation on 

time. Through this academic journey, they made a lot of sacrifices and were exposed 

to risks all in a bid to make sure that I fulfil my dreams. I cannot measure the 

magnitude of your commitment and love to me. God bless you all. 

 

 

 

 

 

 

 

 

 

 



v 

ABSTRACT 

This study examined the effectiveness of motivation strategies of teachers in 

teaching and learning in the Public secondary schools in Tanzania. The study was 

guided by three specific objectives namely: Identify the motivational strategies used 

to promote teaching and learning among teachers in public secondary schools in 

Dodoma city; to assess the effectiveness of the strategies used to promote motivation 

in teaching and learning among teachers in public secondary schools in Tanzania; 

lastly, to suggest the strategies for effective implementation of motivation strategies 

for improving teaching and learning among teachers in public secondary schools. 

The study employed a theory of Hierarchy of Needs by Maslow (1954). The study 

was conducted in Dodoma City Council. The study employed mixed approach 

where both qualitative and quantitative approached were used in the study. 

Moreover, the study employed cross-sectional survey research design. Also, the 

study employed 60 respondents where 55 were teachers, 2 were Education Officers 

one from regional level and one from ward level and 3 head teachers. Data 

collection methods were Questionnaire, Interview and Documentary review. The 

study findings based on research objectives indicated that: in the first objective, 

there were motivational strategies used to promote teachers‘ motivation and among 

the revealed findings in chapter four were increasing of salary to teachers, position 

appraisal, provision of teaching and learning materials, on time payment of salaries 

to teachers to mention few. In the second research objective on extent to which 

motivational strategies are effective in promoting motivation to teachers in teaching 

and learning is to a large extent. The third objective revealed that there were 

effective measures to be put in place so as to motivate teachers and among the 

measures were such as on time payment of teachers, frequent trainings of teachers in 

schools, provision and repairing of houses for teachers. The study recommends that 

the government should increase salaries to teachers, give remuneration, provide and 

repair housings for teachers also teaching and learning materials to motivate teachers 

in secondary schools.  
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CHAPTER ONE 

INTRODUCTION 

1.0 Introduction 

This study intends to reveal the teachers‘ perception as to how the motivational 

strategies are effective in making them perform well in their daily duties in school. 

This chapter presents the background to the problem, statement of the problem, the 

purpose and objectives of the study and research questions. The chapter ends up 

with the significance of the study. 

1.1 Background of the Study  

Effectiveness of motivational strategies in teaching and learning among teachers 

in public secondary school is a vital agenda in 21
st
 century. In any society, 

education is a crucial scope for civilization and people‘s progress. In order to 

stimulate development, any nation must have different perceptions and policy 

which support education growth to their society (Davidson, 2004). For instance, 

in Tanzania, some efforts have been made to promote education such as payment 

of incentives to head of schools each month, building of a secondary school for 

each ward all over the country and giving free education from primary school 

level to ordinary level secondary school education. 

 Moreover, on 27
th

, November 2015 the United Republic of Tanzania government 

issued Circular 5 which gives directions to the public bodies to guarantee that 

secondary education is ―free for all children‖ (URT, 2015). The policy entails the 

abolition of payments and contributions. The Circular states that while fees are 

hereby cancelled, including examination costs, other secondary expenses will 

keep on existing such as school and game outfits and learning tools such as books 
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and pens.  The Capital of 18 billion TZS (around 5.7m GBP) were instantly given 

to schools to shield the cost of fulfilling the new instructions, with 137 billion 

TZS (about 43.8m GBP) set-aside to shield the budget of assuring ―free 

secondary education for all‖ in Tanzania (Renaud-Dube et al., 2015). 

Policies that foster motivation of staff in the education systems remain vital for 

improved delivery of quality education. Motivation is observed as delicate and 

deteriorating teachers‘ interest in the learning process if not handled properly 

(Voluntary Services Oversees (VSO), 2002). The matter of ―teachers‘ 

motivation‖ is significant for its connection to the worth of education. Teachers‘ 

motivation includes retention and concentration that affects what fascinates 

persons to teaching, the time they spend on their teacher education courses and 

then the teaching profession, and the degree to which they involve themselves 

with their courses and the teaching profession (Sinclair, 2008). Two scopes of 

teacher‘s motivation based in accordance with their notions of motivation, 

namely, the ―motivation to teach‖ and the ―motivation to remain in the 

profession‖.  

According to Adelabu (2005), teachers‘ motivation deals with an outlook to the 

working environment. It deals with teachers‘ aspiration to take part in the 

pedagogical practices in the teaching environment. It further deals with teachers‘ 

interest in learner discipline mainly in the classes. Thus, this might trigger their 

taking part or not taking part in educational and other activities that go on in the 

school environment. The teachers are the ones that who interpret educational 

ideas into information and ability and transmit them to scholars in the teaching 

space (Adelabu, 2005). Teaching environment is significant in teacher 
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motivation. If a teacher sees the classroom as a secure, well, and joyful place with 

all necessary tools for best learning, such a teacher will have a tendency to 

contribute more than normal in the course of organization, governing, and the 

general development of the school. The educators instruct and give out the vision 

of who progresses knowledge and the physical conditions of the classroom 

through uniformity, good behaviour, and control. He makes a diagnosis of 

students‘ feelings and attitudes inferred by their behaviour and response in the 

classroom environment (Richardson, 2016). Thus, depending on the level of 

correspondence with classroom practices and learning environment, teaching 

activities may weaken or enhance scholar‘s performance (Kirkpatrick, 1990). 

Teachers‘ motivation is the most significant aspect of ensuring quality education 

in Tanzania. This is because the teachers are the source of intellectual personnel 

in the country who range from doctors, lawyers, engineers, to others. Thus, there 

is a need of motivating teachers so as to make them commit themselves in 

providing elite students who will come and help the societies in problem solving 

strategies in all fields of works. Conferring to UNESCO (2015), educators are the 

vital reason in dedicating the best of education that students receive.  

According to the Chalk (2018) mentioned several motivational strategies that are 

employed in motivating teachers when in school. Among of the mentioned 

motivational strategies are such as publicly praising teachers of their good work 

in school, creating budget room for rewarding teachers who perform well in 

academic results of their students, frequent teachers‘ trainings and involve 

teachers in decision making process that affect both teachers and school progress. 
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Since lack of effective motivation to teachers may result to negative effects on 

teaching and learning, such as poor performance of students on their exams, there 

are strategies which have been suggested to improve teachers‘ motivation so as to 

boost their quality of teaching (Akessa, 2015). These include appraisals, 

reimbursements, better working conditions, good communication and 

relationships and security which also have a great impact on both teachers and 

students in schools (Berry, 1997). 

Around the globe, some countries do motivate their teachers so as to ensure the 

best and quality education is provided to their students. These countries are the 

United States of America (USA), the United Kingdom (UK), Canada and 

Australia. They continue motivated when they observe their learners achieve 

academically as they expect incentives. A decade ago, it was noted that teachers‘ 

motivation in schools was almost untried (Hanushek, 1996). Since then, lots of 

responsibility plans have been met geared to give out rewards or sanctions to 

schools and teachers. These are based on some purpose of school test scores, 

especially under the appearance of the U.S‘ No Child Left behind Act. 

Teachers in numerous states in Sub-Saharan countries are requested to change 

their teaching behaviours at a time when most of them are gradually not 

motivated (Bennell & Kwame, 2007). Top-clown policy design and operation 

with incomplete contribution by teachers worsen the already very limited degree 

of self-determination that can be applied by teachers and end. The outcome is that 

lots of teachers feel that they are being intimidated. thus, they both actively and 

passively resist (Bennell & Kwame, 2007).  
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 Due to various benefits attended to secondary education, the government of 

Tanzania has continued investing in education. Tanzania focus much on building 

classrooms, marshalling additional teaching and learning resources, taking students 

to their lessons, school committees and communities are now actively involved in 

the teaching and learning process of their children. Inspectors and local education 

officials are now offering adequate support to create learning-enabling 

environments. However, none of these actions ensured teachers‘ motivation in 

Tanzania in teaching and learning (Voluntary Services Overseas, 2002).  

Teaching motivation is encountered with challenges that teachers are paid low and 

in late days, lack of classroom that make students study in overcrowded environment 

because of the fee-free education (Mark, 2015). The overcrowding of students has 

become a challenge in teaching. Further, teaching materials have become a problem 

in most of the public schools making teachers experience challenges in teaching. 

However, the government budget to Education sector is not satisfactory thus 

creating challenges on the sector (Mark, ibid.). All these shortfalls make teachers not 

motivated hence not doing their work effectively and with proficiency. 

1.2 Statement of the Problem  

The government of Tanzania has been making efforts in ensuring that education in 

Tanzania is being in best standards (Elibariki, 2017). One of such efforts is 

providing fee-free education from primary level to secondary level. Also, there are 

programmes created such as PEDP, SEDP that focus on promoting primary and 

secondary education through the Development Programmes.  However, all these 

efforts have been met with challenges that teachers are paid low and late, lack of 

classrooms thus making students overcrowded because of the fee-free education 
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which has given access to a big number of them being enrolled (Mark, 2015). 

Further, the availability of teaching materials is a problem in most of the public 

schools. Thus, making teachers face challenges when teaching. The government 

budget for the education sector is not satisfactory in accommodating all academic 

expenses in secondary school, hence poor education provision (Adelabu, 2005). All 

these shortfalls make teachers feel demotivated, hence making them fail to do their 

work effectively and with proficiency. Therefore, the current study focuses on 

assessing the effectiveness of Teachers‘ motivation strategies on Teaching and 

Learning in both ward and special schools in Dodoma city, Tanzania.  

1.3 General Objective of the Study 

The main objective of this study was to examine the effectiveness of motivation 

strategies of teachers in teaching and learning in the public secondary schools in 

Dodoma city, Tanzania. 

1.3.1 Specific Objectives  

i. To identify the motivational strategies used to promote teaching and learning 

among the teachers in public secondary schools in Tanzania. 

ii. To assess the effectiveness of the strategies used to promote motivation in 

teaching and learning among the teachers in public secondary schools in 

Tanzania. 

iii. To suggest the strategies for effective implementation of motivation 

strategies for improving teaching and learning among teachers in public 

secondary schools in Tanzania.   
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1.4 Research Questions 

i. What are the motivation strategies used to promote teaching and learning 

among the teachers in public secondary schools in Tanzania? 

ii. How effective are the strategies used to promote motivation in teaching and 

learning among the teachers in public secondary schools in Tanzania? 

iii. What are strategies for effective implementation of motivation strategies for 

improving teaching and learning among teachers in public secondary schools 

in Tanzania? 

1.5 Significance of the Study  

The study findings would be of significance to the Ministry of Education Science 

and Technology by making it aware of the factors affecting teachers‘ motivation 

which finally have impact on the academic performance of scholars in the 

examination. Thus, the Ministry would use the information generated from this 

study to come up with the ways to motivate teachers and inspire them in doing their 

duties.  

The outcomes of the study would also be of significance to teachers by making them 

know how do different issues that have a negative effect on teachers‘ motivation in 

relation to teaching and learning in schools. The study would help them in altering 

the current circumstances to mend the academic scores of students. The study would 

also be of significance in administering of the school as it would show the issues 

affecting teacher‘s motivation.  
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1.6 Limitation of the Study  

The researcher was faced with the problem of getting access to office documents 

such as salary slips, teachers‘ attendance register books due to fear of maintaining 

confidentiality of the information. To address this, the researcher tried to convince 

some of the respondents (50) and few (5) were willing to provide but majority of 

them were not ready. This was a challenge and the researcher relied on those few 

who provided the official documents to help the researcher get the information to be 

used for the purpose of this study. 

During the data collection especially interview, the key informants were so busy due 

to their tight schedules of their works. To address this, the researcher   showed 

tolerance until when the informants had time for the interview. This was a barrier 

due to the fact that the researcher spent a lot of time waiting for informants until 

they were free, thus being patient helped the researcher to get information though 

not on time as scheduled. 

Furthermore, some of the respondents were not willing to cooperate freely in the 

study demanding to be paid. Thus, the researcher gave some of the informants‘ 

money as motivation to provide the needed information for this study. 

1.7 Definition of Key Terms 

Motivation- this contention can be defined as a way in which a person is made 

satisfied in every way so as he or she can be responsible in his or her duties 

(Broussard and Garrison (2004). In the context of this study, motivation is all about 

helping teachers feel important and wanted through offering them rewards and 

prizes for everything good they do to foster their effectiveness in teaching..  
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Salary- Salary, this refers to the amount that is being paid to a person after 

executing his or her duties as agreed (Collins Dictionary, 2019). The salary always is 

in the form of money or cheque. In the context of this study, salary is the monthly 

payment of teachers after they execute their teaching duties in school. 

Benefits -  compensation or gift that an employer offers to an employee because of 

the work he or she is doing (Merriam-Webster, 2019). In the context of this study, 

benefits are other payments out of salary that teachers are being given as gifts for the 

good work done.  

Work Situations – Work situation refers to the working environment and all 

existing circumstance affecting labour in the working environment (USLegal, 2019). 

In the context of this study, the work situation is the condition that teachers 

encounter and live in.  

Training and Development-Training and Development is a subsystem of an 

organization which emphasize on the improvement of the performance of 

individuals and groups (MBASkool, 2019). In the context of this study, training and 

development is the official and ongoing educational activities within an organization 

designed to enhance the fulfilment and performance of employees. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

This chapter presents the literature reviews by focusing on both theoretical and 

empirical studies that support this study. The chapter starts with definition of key 

terms, theoretical framework, Empirical review, Conceptual Framework and lastly, 

it identifies the knowledge gap of the study. 

2.1 Theoretical Framework 

This study employed Hierarchy of Needs Theory by Abraham Maslow in 1954.The 

theory was used due to its strengths as it shows that employees require financial 

need so as to satisfy their needs and with that, it is believed that they do their duties 

actively. With the aid of this theory, the study met its objectives. 

2.2.1 Maslow’s Hierarchy of Needs  

Maslow‘s Hierarchy of Needs‘ theory has its significance in knowing the 

characteristics of human aspect of motivation on workplace. This theory has shown 

its merit to managerial workers concerning employees‘ individual requirements 

(Cole, 2006). It posits that in spite of the monetary requirements, workers are 

motivated by their security, societal, respect and self-actualization. Among the 

theories of motivation is ―Abrahams Maslow‘s hierarchy of need‖. With regard   to 

Maslow (1954), demands of employees‘ function at numerous levels. Those levels 

include major functional needs such as lack of food and to high level of demands 

which are self-sustaining. Maslow recommended ―a theory on hierarchy of needs‖ 

which has been used by numerous ―managerial theorists‖ in discussing the 

motivation aspects of employees on working environment. The needs in Maslow‘s 
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theory are functional requirements, safety needs, societal needs, self-assurance needs 

and lastly, self-actualization needs. When people have been pleased with one 

requirement in the hierarchy, the desire stops to inspire their habits and they are 

motivated by the requirement at the next level up the hierarchy. 

Maslow‘s hierarchy of needs theory advocates that workers will always have a habit 

to expect much from their employers. After they have been provided with their 

demands and satisfied, they struggle to achieve their safety needs.  With regard to 

Maslow (1954), when employments are safe, workers pursue habits of satisfying 

societal needs. If they pursue the ways to self-assurance and when this is effective, 

they strive for the ways to the final end of self-actualization.  

Physiological needs are often regarded as biological needs. They contain the 

requirements for oxygen, diet, water, and comparatively body heat. They are the 

compulsory requirements since when an individual is denied these necessities; the 

physiological ones would come in front in the individual's search for contentment.  

For instance, protection needs become vigorous when all physiological needs are 

met and are no longer controlling thoughts and behaviours, the needs for security 

can. Grownups have slight cognizance of their safety needs except in times of 

emergency or times of inefficiency in the social organization (riots). Children 

frequently show the signs of anxiety and the need to be safe.  

Needs of Love; for any human being to feel secure and joyful, then there must be 

love. According to Maslow, human beings desire the power of love and appreciation 

so as to feel as the part of the community, thus the need of love is a significant part 

of a human to feel appreciated in the society and even on the line of work. 
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Needs for respect can come to be prevailing when the former needs are satisfied. 

These comprise of desires for both self-respect and for the respect an individual gets 

from others. People have a requirement for an established, confidence based, high 

level of self-esteem from others. After the needs are fulfilled, an individual senses 

confidence and appreciated as an individual in the world. Once the needs are 

unfulfilled, an individual feel worthless.   

Self-actualization is initiated once after all of the prior necessities are fulfilled. 

Maslow terms self-actualization as an individual's necessity to do that he or she is 

entitled to establish. For instance, an artist has to write songs and play music or 

paint, and a poet has to write poems. These requirements make them feel a sense of 

calmness. An individual who feels not satisfied, in short, is impatient. If an 

individual is starving, insecure, not adored or accepted, or lacking self-respect, it is 

very simple to understand what an individual is impatient about.  
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Figure 2. 1: Hierarchy of Needs 

Source: Modified from Maslow (1954) 
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2.3 Empirical Review  

This part presents the review or related literatures from different authors so as to 

make the knowledge gap clear.  

2.3.1 Teacher Motivation  

Motivating other people is about getting them to move in the direction one wants 

them to go in order to achieve a result. Motivation can be described as goal-directed 

behaviour. People are motivated when they expect that a course of action is likely to 

lead to the attainment of a goal and a valued reward one that satisfies their needs 

(Armstrong, 2007). 

According to Ifinedo, (2003) workers‘ motivation is a compound and hard phrase to 

express. Thus, exact description of this notion is vague as the idea includes features 

of single and condition and the insight of that condition by the individual. Lewis, 

Goodman, and Fandt (1995) say that the organization‘s energy originates from the 

inspiration of its workers, even though their capabilities performance are just as vital 

role in justifying their job performance as their motivation. Inspired and dedicated 

workers can become one factor in the achievement of an institution/ organization. 

There are two types of motivation as originally identified by Herzberg, Mausner and 

Snyderman (1957). Intrinsic motivation is self-generated factors that influence 

people to behave in a particular way or to move in a particular direction. These 

factors include responsibility (feeling that the work is important and having control 

over one‘s own resources), autonomy (freedom to act), scope to use and develop 

skills and abilities, interesting and challenging work and opportunities for 

advancement (Armstrong, 2007). Extrinsic motivation relates to what is done to or 
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for people to motivate them. These include rewards such as increased pay, praise, or 

promotion, and punishments, such as disciplinary action, withholding pay or 

criticism, (Armstrong, 2007). It is also influenced by external factors such as salary, 

providing better working and living conditions and opportunities for in-service 

training. 

2.3.2 Salary and Teachers’ Motivation 

The link among job remuneration and work performance has a debated past. ―The 

Hawthorne studies‖ piloted in 1930s, are frequently attributed to creating researchers 

conscious of the outcomes of worker‘s outlooks on performance. After the 

―Hawthorne studies‖ researchers started putting emphasis on the view that a satisfied 

worker is a useful worker in an organization. Based on Iaffaldano and Muchinsky 

(1985), previous analysis of the literature advocated a weak and somewhat varying 

link between employee satisfaction and performance.  

Thus, these authors finalized that the assumed relationship among employment 

satisfaction and performance was a management fashion and unreal. Thus, 

connection between employee satisfaction and performance was not satisfactory.   

2.3.3 Teachers’ Compensation and Benefits 

The complete achievement of an organization relies on how an organization puts 

their workers motivated and in what way they assess the performance of workers for 

job compensation. Management normally puts more consideration on extrinsic 

rewards such as wages but intrinsic rewards are similarly significant in worker‘s 

motivation. Immaterial or mental rewards like gratitude and credit play an important 

role in motivating workers and improve their performance. Andrew (2004) argues 
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that the commitment of workers is based on credit and acknowledgment.  In   the 

same regard, the study by Lawler (2003) contends that the way the work force is 

treated determines the success and survival of the organization. 

Glewwe et al. (2003), report that in Kenya, teachers were missing from duty 20% of 

their working time. Non-attendance rate as high as 26% of the times was  also  

reported in Uganda. Madagascar has also been reported to suffer from the same 

problems.   

When workers sense that their contributions do not collate with the harvests, then 

they are discouraged not only themselves but also their employers. Workers react to 

this sensation in different ways depending on the level of de-motivation. Some 

workers reduce energy and application and become secretly displeased, or externally 

problematic or even troublesome. Other workers pursue to mend the harvests by 

making the statements or demands for more rewards, seeking for the second job. The 

significance of this theory is to understand that insight of reasonable treatment 

produces motivational forces that examine behaviour to decrease the tension of 

alleged inequality.  

2.3.4 Professional Training and Development and Teacher Motivation  

Organizations that workers obtain the appropriate training required to shoulder 

greater accountabilities, income charges are lower. Based on Walsh and Taylor 

(2007), studies indicate that professional training is linked to output and retention. 

The usage of formal training programmes is related to a considerably higher rate of 

production. Wide training is more probable to be taken by the organization if 

workers are motivated to contribute to the organization‘s achievement nurtured in 
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part by selective employing, competitive pay packages, and team-oriented work 

environment. Organizations with wide training chances should experience lower 

income rates.  

Krueger and Rouse (1998) argue that training and skills are in many times rooted in 

one another. They found that workers that attended training, despite its specificity, 

became more devoted workers. These employees were looking for second jobs, 

obtain more performance awards, and have better job attendance than those that did 

not attend training. The general skills training programme which was paid 

completely by the employer essentially led to less employee turnover.  

The sole purpose of teachers‘ training is to improve scholastic abilities that are well-

matched with education policies and which empower teachers to convey these 

policies. According to Gustafsson (2003), it is a multifaceted task to describe 

―teaching practices‖ that have a straight influence on learners‘ performance since 

what seems as an effective teaching approach differs by student age group, 

character, learning skill, and social context, and diverse plans call for different 

teaching skills. Hedges and Greenwald (1996) posit that formal capacities such as 

student test scores, teacher proficiencies and years of teaching experience are 

inadequate in assessing teachers‘ capabilities. Some other issues are essential to be 

taken into thought: the capability to deliver knowledge, communication skills, 

understanding of the subject matter and professional development achievement.  

There is a link among educator output and professional training which may comprise 

of formal university education, working professional development and informal 

training taught through on-the-job experience. Prior research on teacher training has 
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generated highly varying results and has driven a wide range of policy remedies. 

Other studies find that formal education is vital and these have been understood as 

supporting existing teacher‘s training programmes in universities and amplified 

expenditures on post-college training.  

2.3.5 Work Situation Factors and Teacher Motivation  

According to Judge and Church (2000) show that when workers are requested to 

assess different aspects of their employment such as management, remuneration, 

promotion opportunities, co-workers, and so forth, the nature of the work itself 

usually arises as the most significant employment aspect. Unluckily, some managers 

think that workers are most eager of remuneration to the exclusion of other job 

elements such as working interest. For instance, according to Kovach (1995) the 

significance of job aspects, workers graded interesting work as the vital job attribute 

and good wages rated the fifth. 

According to Weiner (2000), among all job requirement elements, satisfaction with 

the environment of the work itself which comprises of job encounter, self-

sufficiency, diversity, and scope, best forecasts general job satisfaction, as well as 

other essential results like worker‘s retention. Therefore, to know what leads people 

to be satisfied with their professions, the environment of the work itself is one of the 

first places for experts to focus on. 

2.3.6 Work Environment and Teacher Motivation  

The working set has an important influence on worker‘s performance and output. By 

work settings, we mean those procedures, schemes, arrangements or circumstances 

in the office that influence favourable or unfavourable individual performance. The 
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work environment also includes rules, ethos, resources, working relations, work 

locality, and internal and external employment factors which affect the ways those 

workers perform their duties.   

 Clements-Croome (2000), notes that a work setting affects both job performance 

and job satisfaction. The duties employees do in modern office buildings are 

progressively multifaceted and are influenced by stylish technology, and companies 

whose vacancy costs are increasingly seeking to decrease them without affecting the 

employees.  

Dilani (2004), notes that researchers are adding discovery relations between 

workers‘ health and features of the physical surroundings at work such as indoor air 

quality and lighting as one of the motivation components for workers. Modern 

literature on the pressure in the work setting typically focuses on psycho-social 

factors that affect employees‘ performance, which cause strain and worker‘s health.  

2.3.7 Experience of Teacher Motivation around the World 

In Zambia, the system of education has encountered with lots of limitations 

economically. Public spending on schooling decreased from11.56percentage in 

the year 1990 to 2.1% in the year 2000 (Ofoegbu, 2004). However, teachers 

demanded great admiration in Zambian society, although this is different now. 

Their position has greatly deteriorated due to poor services such as the low 

position of teacher and low wages, which can easily end to demotivation. Their 

income levels are so low and teachers are among the poor who cannot meet all 

their basics of life (Carmody, 2004). According to the Ministry of Education in 

Zambia (1996), urban teachers were faced with poor accommodation services 
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such as housing making them live in very hard conditions.  Generally, due to the 

nature of their job, majority of teachers tend to accommodate themselves near the 

schools and sometimes at longer distances. The houses found in school are not fit 

to live in due to lack of maintenance and repair.  

On the other hand countries in south, north, east and west Africa including 

Zambia, south Africa, Papua New Guinea, Albania and Malawi have relevance to 

Tanzania (Belle, 2009). Factors related to motivation of teachers especially in the 

developed world will highly motivate and bring light to Tanzania. This will aid 

the researcher to have well vision into the matters, and acquire better knowledge 

of teacher‘s motivation in Tanzania. Therefore, this study intended to examine 

the effectiveness and strategies of motivating teachers in teaching and learning in 

governmental schools. 

2.4 Synthesis of Literature and Knowledge Gap 

The review of empirical studies has presented both, empirical findings from both, 

industrialized and unindustrialized nations and finally those done in the Tanzanian 

context. From the studies it can be seen that most of the studies done like Laffaldono 

and Muchinsky (1985) state that salary delay and low salaries for teachers have been 

demotivating them in decades in African countries. Further, lack of compensation 

and delay of benefits when they retire have been demotivating teachers a lot 

(Andrew, 2004; Lawler, 2003; Glewwe et al., 2003). Thus, Walsh and Taylor 

(2007); Kruenger & Rouse (1998); Kovach (1995); Judge and Church (2000) have 

mentioned environmental surroundings and lack of training as factors demotivating 

teachers in Kenya. 
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This study intended to assess the effects of the motivation of teachers in teaching 

and learning in public secondary schools. Thus, the researcher believes that this 

study will add something to ―Motivation-Hygiene Theory‖ as highlighted by other 

researchers on ―teachers‘ motivation‖. The issues which majority of the researchers 

did not speak of is the ―recognition of teachers‖ in their efforts in building the 

society with elites, the involvement of teachers in decision making, salary appraisal, 

training them in a way they can be competent with curriculum change. 

2.5 Conceptual Framework 

 

Figure 2. 2: The Conceptual Framework of the Study  

Source: Adapted from Sanjay and Brandley (2008) 
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Independent variables are the probable causes, influences or effects that lead to poor 

outcomes in secondary schools due to lack of motivation. In this study, the 

independent variables are a salaried appraisal, training, overcrowding in classes, and 

teaching environment on the scope of teaching motivation. Intermediate:  an 

intermediate variable in this study involves educational training policy and teaching 

and learning materials. Dependent variables depend upon independent variables; 

they are sometimes termed as outcomes or results. In this study, the dependent 

variables include increase in pupil‘s performance, teacher‘s satisfaction, and 

teacher‘s competence. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction  

This chapter discusses the research methodology that was employed in the study. 

The chapter discusses the location of the study, research design, research approach, 

sampling technique, sample size, research methods, data analysis, ethical 

consideration and validity and reliability. 

3.1 Research Approach  

This study used both qualitative and quantitative approach (mixed approach). A 

mixed methods approach refers to the research that involves the collection of data, 

data analyzing, and interpreting both quantitative and qualitative data that were 

collected in the single study (Gliner, Morgan and Leech, 2011). This approach was 

employed as it helped the researcher to collect the diverse types of data that involved 

numbers and expressions and therefore provided a fuller understanding of a research 

problem than it would by either quantitative or qualitative data alone.  

3.2 Research Design 

According to Cohen and Morrison (2007), research design is an approach which is 

composed of the blueprint for collection, measurement and data analysis. This study 

adopted a cross-sectional research design, which is the best method to be applied to 

get information related to all respondents. It is the process of collecting data from 

the sample selected at one point in time. It is relatively quick, easy, inexpensive and 

takes up little time to conduct. Cross-sectional survey design was applied to collect 

data from respondents with the aim of assessing the effectiveness of teachers‘ 

motivation for teaching and learning in public secondary schools.  
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3.3 Location of the Study 

This study was conducted in Dodoma City Council. Dodoma city was selected 

because it is a new growing city with very little or no study at all that has been 

carried out regarding how teachers‘ motivation has been effectively managed. 

Furthermore, the area of study was selected because the researcher was familiar with 

the region and aware of the problems of motivation that teachers face in their school 

surrounding.  

The schools involved in this study were Msalato, Bihawana, and Dodoma secondary 

schools all found in Dodoma city. These schools were selected because they were 

facing the problem of demotivation of teachers due to late payment of salaries and 

challenging teaching environment.  
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Figure 3.1:  The Map Showing the Location of Dodoma City Council 

3.4 Target Population, Sample Size and Sampling Techniques 

3.4.1 Target Population 

A population involves a group of individuals with common characteristics that on 

may should take time to know how they differ (Cooper 1996). In this study, the 

target population included 3 public secondary schools in Dodoma city council. The 
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study targeted the head of schools and teachers in Dodoma city, teachers from 3 

secondary schools, 2 education officers and head of schools from the 3 secondary 

schools that were involved in the study. The choice of the population was because; 

they were directly affected by motivation problem. Also, they had the information 

required by the researcher in answering the research objectives. 

3.4.2 Sample Size 

Yamane (1967) provides a simplified formula to calculate sample sizes.  In the 

context of this   study, the sample size was derived from the current sample frame of 

150 people in 3 schools. 

n =  

Where; n = the sample size  

N= the size of population (N=150)  

e = allowable error which equals 10% or 0.1  

The formula was chosen because it enables the computation of sample from the 

defined population 

n = 150 ∕ (1+150(0.1)
2
)  

n = 150/ (1 + 150(0.01) 

n= 150/ (1 + 1.5) 

n= 150/ (2.5) 

n = 60 

Therefore, the sample size for this study was 60 respondents  
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In this study, the research sample size involved 60 respondents categorised as 

follows: 2 Ward Educational Officers, 55 teachers in Dodoma municipality, 3 head 

teachers from 3 secondary schools in Dodoma municipality. This sample was used 

as the researcher believed that participants were aware of matters of teachers‘ 

motivation and how that affects teaching and learning in public secondary schools. 

The researcher used sample so as minimize the time and cost as well as to simplify 

accessibility (Singh, 2006:81).  

3.4.3 Sampling Techniques 

In this study, the sampling techniques used were purposive sampling and simple 

random sampling. 

3.4.3.1 Purposive Sampling 

In this study, purposive sampling was used to obtain the sample of  the  respondents  

that were involved in this study. Purposive sampling was used because the intended 

respondents would provide valid data for the study with direct connection with the 

study at hand. Again, the respondents were selected based on their strengths that 

included experience, position, qualifications and skills (Etican, & Alkasim, 2016). 

The purposive sampling technique was employed to select head teachers in schools 

involved in the study and ward education officers. 

3.4.2.2 Simple Random Sampling  

In this study simple random sampling was used to select teachers in the selected 

schools involved in the study. The simple random sampling states that every 

individual has equal chance of being involved in the study (Etikan, Musa & 

Alkassim, 2016).  
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3.5  Data Collection Methods and Instruments 

In this study, the researcher employed different data collection methods and 

instruments. The data collection methods included interview, questionnaire, and 

documentation. The data collection instruments included a questionnaire checklist, 

interview guides together with reports as a documentary review.  

3.5.1 Structured Questionnaire  

Structured Questionnaire was used to collect data from the 55 secondary teachers 

who were involved in the study. The printed questions were sent to secondary 

teachers to fill within a given period of time. The method was applicable as it helped 

the researcher to get more data than anticipated as it provided freedom to the 

respondents to give their expressions. The questionnaire employed Likert scale type 

of questionnaire that revealed the emotions, behaviour and experience of the 

respondents upon the study (See Appendix 1). 

3.5.2 Semi-Structured Interview 

In this study, semi-structured interview was applied to head teachers and educational 

officers. This method was employed due to its strengths of exploring attitudes, 

values, and beliefs about the research problem from the participants. Moreover, the 

method allowed both interviewer and interviewee to ask questions where it was 

necessary so as to get the required information (Madula & Okafor, 2014). As the 

weakness, the method can lead to subjectivity and bias on the part of the interviewer. 

This weakness can be corrected through the use of questionnaire and documentation 

(See Appendix 2). 
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3.5.3 Documentary Review 

In this study, monthly and annual reports from the Ministry of Education Science 

and Technology which is concerned with teachers‘ motivation and appraisal were 

reviewed.  The documentary review was employed in this study specifically to 

complement the information that was not obtained directly through interview and 

questionnaire. As the weakness, some of the documents can be outdated and thus 

provide irrelevant information. To correct this weakness, the researcher used the 

current documents that contained the necessary information (See Appendix 3).  

3.6 Validity and Reliability of the Instruments 

Validity: To ensure the quality of data in this study, the data collection instruments 

were sent to the researcher‘s fellow colleagues and then to the supervisor for more 

modifications. Also, a pilot study was done in one school to validate the 

modifications made by the peer and supervisor on the data collection instruments. 

The validity was ensured due to the reasons that, it helped the researcher to 

determine the appropriateness, correctness, meaningfulness, and usefulness of the 

collected data (Fraenkel & Wallen, 2009:154). 

Reliability: To ensure reliability in this study, the triangulation technique was 

employed. This refers to the use of multiple data collection methods which, in this 

study included interview, questionnaire and documentary review. Triangulation 

technique helps the researcher to yield similar data from similar respondents over 

time (Cohen, Manion & Morrison 2007:146).  
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3.7  Data Analysis 

The data collected from the field were analyzed and presented in Chapter Four. Both 

qualitative and quantitative data were analyzed and interpreted.  

3.7.1 Qualitative Data Analysis 

Flick (2013) describes qualitative data analysis as the cataloguing and clarification 

of language or optical material to make accounts about implied and unambiguous 

scopes and structures of material and what is represented in it. It is a route of 

construing the data obtained during interviews and observation during data 

collection. The data collected in this study were largely qualitative in nature. These 

data were analyzed thematically and by coding in order to get clear picture on the 

effectiveness of motivation strategies of teachers in teaching and learning in the 

public secondary schools in Tanzania. The analysis was done using the Huberman 

and Miles strategy (1994).  This strategy involves three steps of data reduction, data 

organization and data interpretation.  

In the data reduction, the researcher reads and re-reads the text. For the tape recorder 

data, the researcher listened to them several times. The researcher of this study spent 

time to reading and re-reading the information taken during the research study.  

In the data organization, the researcher identified themes such as ideas, concepts, 

behaviours, terminologies or phrases used in the study. The themes were organized 

logically in categories that summarize and bring meaning to the text. Thereafter, the 

researcher provided a descriptive label (name) for each category, which was created.  

In Data interpretation, the researcher interpreted the data using themes and 

connections to explain the findings of the study. In this study, thematic method was 
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used to analyze data collected through open-ended questionnaire, semi-structured 

interview, and Focused Group Discussion. 

3.7.2 Quantitative Data Analysis 

The data generated from teachers through questionnaires was analyzed with the 

assistance of SPSS software package. The Statistical Package for Social Science 

(SPSS) computer software was used to analyze data collected from English language 

teachers‘ questionnaire. Descriptive data initially analyzed to establish the 

frequency, mean and standard deviation from teachers‘ questionnaire. In this view, 

statistical data were presented in form of number. 

3.8 Ethical Implication in Research 

Research ethics involve requirements on daily work, the protection of the dignity of 

participants and the publication of the information in the research (Fouka & 

Mantzorou, 2011:2). In this study, the researcher asked for permission letter to carry 

out the study from the University of Dodoma. While in the field, anonymity, 

honesty, respect, privacy and confidentiality of all the respondents were maintained 

and ensured through not exposing names of respondents in the preparing of report. 

The participant‘s rights of voluntarily joining in the study or withdraw from it at any 

time was respected. The purpose of conducting research was explained to all 

participants so as to promote a better understanding of the nature of the study. 

Plagiarism was strictly avoided in this study. 
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CHAPTER FOUR 

PRESENTATION OF STUDY FINDINGS 

4.0 Introduction 

This chapter presents data collected from the field and their analysis. The study was 

governed by the general objective that aimed at examining the effectiveness of 

motivation strategies in teaching and learning in the public secondary schools in 

Tanzania.  The specific objectives were:  

i.  To identify the motivational strategies used to promote motivation in 

teaching and learning among the teachers in public secondary schools 

in Tanzania. 

ii. To assess the effectiveness of the strategies used to promote 

motivation in teaching and learning among the teachers in public 

secondary schools in Tanzania. 

iii. To suggest the organized strategies for effective implementation of 

motivation strategies for improving teaching and learning among 

teachers in public secondary schools in Tanzania.   

Thus, the findings presented in this chapter reflect the objectives of the study.  

4.1 Demographic Information 

This part presents the questionnaire response rate together with demographic 

information of the respondents based on their age, gender, level of education and 

marital status. The demographic information of respondents was important in this 

study as to determine whether the respondents are capable enough in providing 

relevant information based on the research questions. 
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4.1.1 Questionnaire Return Rate  

The questionnaires prepared by the researcher were 55 that were to be answered by 

the respondents. In the field, all 55 questionnaires were provided to the respondents 

and 50 among 55 of the questionnaires were filled in and returned making a total 

percent of 86.2% of the responses while the remaining 5 (13.2%) were not filled in 

and returned. Table 4.1 below shows the summary of response rate of the 

respondents. 

Table 4.1: Summary of the Questionnaire Response Rate of the Respondents 

S/N  Questionnaire Frequency Percentage  

1 Filled in by teachers 50 86.2 

2 Not filled in by teachers 5 13.2 

Total 55 100 

Source: Field Data (2019). 

4.1.2 Gender of the Respondents 

Findings on gender of the respondents revealed that the respondents who filled in   

the questionnaire, 54% of them males and 46% were females. Table 4.2 below 

shows the gender of the respondents. 

Table 4. 2: Gender of the Respondents 

S/N  Gender Frequency Percentage 

1 Male 27 54 

2 Female  23 46 

Total 50 100 

Source: Field Data (2019). 
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Based on the findings in Table 4.2, the study considered gender equality of 

respondents between both male respondents and the female respondents involved in 

the study. Thus, the study obtained information from bother gender and as to how 

both genders are being motivated in school setting. 

4.1.3 Age of the Respondents 

The researcher sought to know the age of the respondents and the responses were: 

22% of the respondents were 20-25 years old, 40% of the respondents were 30-35 

years, 30% of the respondents were 40-45 years old and 8% of the respondents were 

above 40 years old. Table 4.3 below shows the age of the respondents 

Table 4.3: Age of the Respondents 

S/N  Age Frequency Percentage 

1 20 – 25 years 11 22 

2 30 – 35 years 20 40 

3 40 – 45 years 15 30 

4 45 and above 4 8 

Total 50 100 

Source: Field Data (2019). 

The findings in Table 4.3 reveal that majority of the respondents 20 (40%) were of 

age between 30-35 years old. This shows that most of the respondents involved in 

the study were adults who have mental capacity of providing information relevant 

with the study.  
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4.1.4 Marital Status of  the Respondents 

The researcher sought to know the marital status of the respondents and the findings 

show that 24% of the respondents were single, and 76% of the respondents were 

married. Table 4.4 below shows the marital status of the respondents. 

Table 4.4: Marital Status of the Respondents 

S/N  Marital Status Frequency Percentage 

1 Single  12 24 

2 Married 38 76 

Total 50 100 

Source: Field Data (2019). 

4.1.5 Education Background of the Respondents 

The researcher further sought to know the level of education of the respondents, and 

the findings revealed that 2% of the respondents were Diploma holders, 92% were 

Bachelor degree holders and 6% were Master degree holders. Figure 4.1 below 

shows the education background of the respondents. 
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Figure 4.1: Education Background of the Respondents 

Source: Field Data (2019). 

Figure 4.1 reveals that majority of the respondents 92% had Bachelor degree level of 

education. This shows that most of the respondents were educated and therefore, 

they were able to understand the questions and answer them correctly.  

4.2 Motivational Strategies used to Promote Teachers Motivation in Teaching 

and Learning  

The research objective one aimed to identify the motivational strategies used to 

promote teachers‘ motivation in teaching and learning process. The findings of this 

objective were obtained through questionnaire filled in by teachers and interview 

from head teachers and two (2) education officers at ward level. Presented below are 
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the findings obtained during the interview and questionnaire from the respective 

respondents.  

4.2.1 Increase of Salary 

The data collected through questionnaire revealed that an increase of salary as a 

motivational strategy was used to promote teachers‘ motivation in teaching and 

learning of public secondary schools in Tanzania. The responses were: 32% of the 

respondents strongly agreed that increase of salary is among the motivational 

strategies used to promote teachers‘ motivation,16% of the respondents agreed that 

increase of salary is among the motivational strategies used to promote teachers‘ 

motivation, 20% were neutral that increase of salary  was among the motivational 

strategies used to promote teachers‘ motivation, 22% of the respondents disagreed 

that increase of salary was among the motivational strategies used to promote 

teachers‘ motivation and 10% strongly disagreed that increase of salary was one  of  

the motivational strategies used to promote teachers‘ motivation. Table 4.5 shows 

the responses of the respondents on increase of salary as a motivational strategy. 

Table 4.5: Increase of Salary as a Motivational Strategy 

S/N  Response Frequency Percentage  

1 Strongly Agree 16 32 

2 Agree  8 16 

3 Neutral 10 20 

4 Disagree 11 22 

5 Strongly Disagree 5 10 

Total 50 100 

Source: Field Data (2019). 
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During the interview with the head teachers and ward education officers, it was 

revealed that one of the ways to motivate teachers was through increasing their 

salaries, this would raise the morale of their teaching in schools. Regarding this, one 

interviewee stated that: 

―In many secondary schools, teachers have reduced their 

teaching morale because of the heavy workload of teaching 

overcrowded classes that have resulted from the fee free 

education policy but they are paid little salaries that do not 

satisfy their demands. Therefore, there is a need to increase 

salaries to teachers so as to raise their morale in teaching‖ 

(Interview with Head teacher, School A, 17
th

 February, 

2019). 

Furthermore, the other interviewee stated that: 

―In my ward, many teachers complain that the salaries which 

they are being paid are not satisfactory, and some have stated 

to me that their teaching profession is being discriminated, 

they are not listened to, there is no payment of even some little 

remunerations to boost the morale of teaching. Therefore, the 

government has to hear the cries of teachers and increase their 

salaries so as to rescue the education which is being handled 

by demotivated teachers‖ (Interview with WEO, ward A, 

21
st
 February 2019). 

Based on the above findings, it is obvious that increasing salary is one of the 

strategies to motivate teachers and make them motivated in their duties and 

therefore make them work effectively free of financial stresses.  
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4.2.2 Position Appraisal  

The researcher further sought to know from questionnaire whether position appraisal 

was among the motivational strategies used to promote teachers‘ motivation. The 

findings revealed that 16% of the respondents strongly agreed that position appraisal 

was one of  the motivational strategies used to promote teachers‘ motivation, 14% 

agreed that position appraisal is one  of  the motivational strategies used to promote 

teachers motivation, 36% of the respondents were neutral that position appraisal is 

one  of  the motivational strategies used to promote teachers‘ motivation, 24% of the 

respondents disagreed that position appraisal was one  the motivational strategies 

used to promote teachers‘ motivation and 10% strongly disagreed that motivational 

strategies were  used to promote teachers‘ motivation. Table 4.6 shows the position 

appraisal as motivational strategies. 

Table 4.6: Position Appraisal as one of the Motivational Strategies 

S/N  Response Frequency Percentage  

1 Strongly Agree 8 16 

2 Agree  7 14 

3 Neutral 18 36 

4 Disagree 12 24 

5 Strongly Disagree 5 10 

Total 50 100 

Source: Field Data (2019). 

During the interview with head teachers and ward education officers, it was revealed 

that many of  the teachers have not been promoted for long time since they were  

employed. This  was  revealed  to  reduce their teaching  moralebecause they felt  



40 

that  they  were  not acknolwedged by their superiors despite all the efforts they 

were  making  in teaching.  Reacting  on this, One interviewee stated that stated that: 

―As far  as  I can remember, in 2016, some of the 

teachers were promoted  but many others  were left in  

the same positions and other teachers  have  been  left  

in the   same  positions   for  more  than  ten  years. 

Although  they  have  been  writing   letters  to  the  

Ministry   of  Education   Science  and   Technology  

asking  to  be  promoted,  nothing  like  that   has  been  

realised.‖ (Interview with Head teacher, School C, 

19
th

 February 2019). 

Furthermore, the other interviewee also had these  to comment regarding  the  fate  

of  teachers‘ promotion: 

―The government has to formulate a special mechanism 

for teachers‘ position appraisal because there are some 

teachers who  have  never  been  promoted  for almost 

10 years now. This has  been  demovating  teachers to a 

large extent‖ (Interview with WEO, ward B, 23
rd

 

February 2019). 

Based on the above findings, it is clearly revealed that position appriasal is one  of 

the strategies to motivate teachers in the whole process of teaching and learning. On  

the  contrary, when teachers are not position appraised, then their morale of 

teaching decreases and this affects the performance of students in schools. 

4.2.3 Provision of Teaching and Learning Materials 

The respondents were asked on questionnaire whether provision of teaching and 

learning materials to schools was one of the motivational strategies used to promote 
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teachers‘ motivation. Regarding this, 16% of the respondents strongly agreed, 30% 

agreed, 26% were neutral, 24% disagreed and 4% strongly disagreed that provision 

of teaching and learning materials was one of the motivational strategies used to 

promote teachers‘ motivation. Table 4.7 shows the respondents‘ reactions on 

provision of teaching and learning materials as a strategy to motivate teachers in 

teaching and learning process. 

Table 4.7: Provision of Teaching and Learning Materials as a Motivational 

Strategy  

S/N  Response Frequency Percentage 

1 Strongly Agree 8 16 

2 Agree  15 30 

3 Neutral 13 26 

4 Disagree 12 24 

5 Strongly Disagree 2 4 

Total 50 100 

Source: Field Data (2019). 

During the interview with head teachers and ward education officers, it was revealed 

that schools were facing the problem of provision of teaching and learning materials 

something that reduced the motivation of teachers in teaching process. This is 

because, unavailability of teaching and learning materials in schools was making 

teachers teach in a hard way and use more energy for students to understand.  

Commenting on this, one interviewee revealed that: 

―Unavailability of teaching and learning materials has a 

negative impact on   the teaching process. For example, 

in our school, we have shortage of science text books. 

Due to that, teachers are now forced to prepare notes for 
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students and also there is shortage of laboratories for 

science experiments. Because of that teachers are now 

forced to teach practical subjects theoretically. All these 

demotivate teachers in the teaching process‖ (Interview 

with Head teacher, School B, 18
th

 February 2019). 

Furthermore, another interviewee also had this to say: 

―Since the implementation of fee free education policy, 

the government took the responsibility of distributing 

textbooks to all public secondary schools. Due to this, 

the provision of textbooks has been taking longer time 

as books take a very time to reach schools and 

sometimes they are not brought at all. Thus, 

unavailability of teaching and learning materials affects 

teaching process in schools and hence demotivate 

teachers‖ (Interview with WEO, ward C, February 

2019). 

Based on the above findings, it is revealed that provision of teaching and learning 

materials to schools helps in motivating teachers in teaching and learning process. 

4.2.4 On Time Payment of Salaries 

The researchers sought to know whether on time payment of salaries to teachers was 

one of the motivational strategies to promote teachers‘ motivation. Regarding  this,  

44% of the  respondents  strongly agreed that on time payment of salaries to teachers 

was  one  of  the motivational strategies to promote teachers motivation, 28% agreed 

that on time payment of salaries to teachers was  one  the motivational strategies to 

promote teachers‘ motivation, 18% were neutral whether on time payment was  one  

the motivational strategies to promote teachers motivation, 6% disagreed that on 

time payment of salaries was one the motivational strategies to promote teachers 
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motivation and 4% strongly disagreed that on time payment of salaries was  one  the 

motivational strategies to promote teachers‘ motivation. Figure 4.2 shows the 

respondents‘ responses as to whether on time payment is a strategy to motivate 

teachers in teaching and learning or is not. 

 

Figure 4.2: On Time Payment of Salaries to Teachers as a Motivational 

Strategy 

Source: Field Data (2019). 

4.2.5 Payment of Remunerations 

The researcher further sought to know whether payment of remunerations to 

teachers was one of the motivational strategies used to promote teacher‘s motivation 

or it was not. Regarding this, 24% of the respondents strongly agreed that payment 
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of remunerations was one the motivational strategies used to promote teachers‘ 

motivation, 22% of the respondents said  that  that payment of remuneration to 

teachers was one  of  the motivational strategies used to promote teachers‘ 

motivation, 22% were neutral on whether payment of remunerations used to 

promote teachers motivation was a  motivational strategy  or  not, 16% disagreed 

that payment of remunerations was  one  of  the motivational strategies used to 

promote teachers‘ motivation and 14% strongly disagreed that payment of 

remuneration was one of  the motivational strategies to promote teachers motivation. 

Table 4.8 below shows the payment of remuneration as motivational strategies. 

Table 4.8: Payment of Remunerations to Teachers as a Motivational Strategy  

S/N  Response Frequency Percentage 

1 Strongly Agree 12 24 

2 Agree  11 22 

3 Neutral 11 22 

4 Disagree 8 16 

5 Strongly Disagree 8 16 

Total 50 100 

Source: Field Data (2019). 

During interview with head teachers and ward education officers, it was revealed 

that provision of remuneration was one of the strategies to motivate teachers in 

schools.  Regarding this, one interviewee had this to say:  

―We provide money as motivation to teachers whose 

students perform well in exams. Example, when students 

get as in a subject, the subject teacher is given 15,000 for 

each A, when students‘ scores Bs, then teacher is given 

10,000 for each B scored. Furthermore, where teacher 

succeeds in reducing F scores in his/her subject, then 
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such teacher is given 200,000 as motivation. Moreover, 

each practical conducted by teacher; teacher is given 

30,000/= as motivation. Furthermore, provision of land 

for agriculture for teachers by school has been one of the 

motivational strategies employed by school A. teacher‘s 

trainings, weekly and monthly test awards and remedial 

classes allowance are being given to teachers to increase 

their motivation at work.‖ (Interview with Head 

teacher, School A, 17
th

 February 2019). 

Furthermore, another interviewee added that:  

―Giving   money to all teachers when students perform 

well in their exam is done to motivate all teachers 

without discrimination, payment of allowances for 

remedial classes to teachers is done to increase their 

motivation, seminars allowance and teachers; trainings 

are done for the same ends‖ (Interview with Head 

teacher, School C, 19
th

 February 2019). 

Moreover, the head teacher from school B had this to add:  

―What we do is providing teachers with seminar 

allowance, marking of exams allowance, remedial class 

allowance, and money to teachers when their students 

perform well in their exams. We do this as a way to 

motivate them in their line of duty.‖ (Interview, 18
th

 

February 2019). 

In addition, the Ward Education Officer from ward B also stated that:  

―The government does not have any fund special for 

motivating teachers. This is a problem because teachers 

lack motivation on their work places, thus head teachers 

try their level best to motivate them through 
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performance of students and sending them for marking 

of exams‖ (Interview, 23
rd

 February 2019). 

Based on the findings obtained from interviewees, it was revealed that head teachers   

were   motivating teachers by paying them basing on the performance of students, 

free provision of land for agriculture, seminars, marking of exams, teachers‘ training 

and remedial classes allowances.  

4.2.6 Provision of Housing and Accommodations 

The researcher further sought to know whether the provision of housing 

accommodations to teachers was among the motivational strategies used to promote 

teachers‘ motivation. Regarding  this,  28% of the respondents strongly agreed that 

provision of housing accommodations to teachers was one of  the motivational 

strategies used to promote teachers‘ motivation, 20% agreed that provision of 

housing accommodations was   one  of  the motivational strategies used to promote 

teachers‘ motivation, 14% were neutral on whether provision of housing 

accommodations was  one  of  the motivational strategies used to promote teachers 

motivation or  not , 20% disagreed that provision of housing accommodations was 

one of the motivational strategies used to promote teachers‘ motivation, 18% 

strongly disagreed that provision of housing accommodations was  one  of  the 

motivational strategies used to promote teachers‘ motivation. Figure 4.3 shows the 

provision of housing accommodation as motivational strategies.  
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Figure 4.3: Provision of Housing Accommodations as Motivational Strategies  

Source: Field Data (2019). 

During interview with head teachers and ward education officers, it was revealed 

that teachers were experiencing the problem of proper housing facilities near the 

school. It was revealed that most of the teachers were coming from a long distance 

and delay to arrive in school due to unavailability of housing services in the school. 

Reacting on this, the head teachers from school C stated that:  

―Honestly, the problem of teachers‘ houses has been a 

national teachers‘ cry to the government but with no 

success. Even schools that have school houses such 

houses are old and are not good to live in due to wall 

cracks, lack of repairs. Due to this, a big number of 

teachers rent houses in street thus making them come 

late to school because of distance. This has been 

demotivating them to a large extent but the government 

has remained silent on this‖ (Interview, 19
th

 February 

2019). 
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Furthermore, the ward education officer from ward A added that:  

―In my ward, teachers have no houses near the school; 

most of them rent houses on streets. Although there is 

one school that has teachers‘ houses but it is like there 

are no houses because the houses have not been 

repaired ever since they were built. They are too old to 

support human being to live in there. Therefore, the 

government has to build school houses for teachers so 

as to motivate them to be committed in their teaching 

duty‖ (Interview, 21
st
 February, 2019). 

Thus, based on the above findings it is revealed that proper housing for teachers 

should be built to motivate them in their day to day duties of teaching because when 

teachers have houses near the school environment, they can teach based on the 

school time table and other academic services which their students may need. This 

would motivate teachers and become committed in their duties. 

4.2.7 In-service Trainings  

The researcher further sought to know whether teachers‘ training was one of the 

motivational strategies used to promote teachers‘ motivation. Regarding this, 26% of 

the respondents strongly agreed, 24% agreed, 14% were neutral, 26% disagreed and 

10% strongly disagreed. Table 4.9 shows in details. 
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Table 4.9: Teachers Training as one of the Motivational Strategies 

S/N  Response Frequency Percentage  

1 Strongly Agree 13 26 

2 Agree  12 24 

3 Neutral 7 14 

4 Disagree 13 26 

5 Strongly Disagree 5 10 

Total 50 100 

Source: Field Data (2019). 

Furthermore, the respondents stated that other motivational strategies that were 

being used in promoting teachers‘ motivation was the provision of transport to 

teachers from their home to school, provision of free health services, provision of 

lunch at school during work time and rewarding teachers who performed well in 

their duties. 

4.3 Extent to which the Motivational Strategies are  Effective in Teaching and 

Learning among Teachers in Secondary Schools 

The research objective two aimed at assessing the extent to which the motivational 

strategies were effective in teaching and learning among teachers in secondary 

schools. The data of this research objective were obtained through questionnaire 

filled in by teachers and interview from head teachers and education officers from 

ward level and district level.  

4.3.1 Improved Students’ Performance  

The respondents were asked during questionnaire whether motivational strategies 

had improved students‘ performance in teaching and learning in schools. The 

responses regarding this were as follows: 40% of the respondents strongly agreed, 
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40% agreed, 16% were neutral and 4% of the respondents strongly disagreed that 

motivational strategies had improved students‘ performance in schools. Table 4.10 

below shows the motivational strategies and their role in improving students‘ 

performance. 

Table 4.10: Improved  Students Performance due to Motivational Strategies 

S/N  Response Frequency Percentage 

1 Strongly Agree 20 40 

2 Agree  20 40 

3 Neutral 8 16 

4 Disagree - - 

5 Strongly Disagree 2 4 

Total 50 100 

Source: Field Data (2019). 

During interview with head teachers and ward education officers it was revealed that 

once teachers were motivated then students‘ performance would increase. One of the 

head teachers from school A stated that: 

―When a teacher is motivated in any way and satisfied, 

then such teacher will do all he or she can to teach the 

students in a way that will ensure better performance of 

those students because such teacher‘s desires are met so 

he or she will teach with no stress and feel motivated 

inside his or her heart‖ (Interview, 17
th

 February 

2019). 

Moreover, Ward Education officer from ward B also had these to say: 

―Some of the schools in my ward motivate teachers in a 

way that when a teacher ensures students score A, then 

the teacher is rewarded. This has shown positive impact 
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since teachers struggle hard with students to understand 

and perform well to make sure teachers receive 

monetary rewards. This has to be employed to all other 

schools, since this   kind of motivation has got positive 

results‖ (Interview, 23
rd

 February 2019). 

Based on the above findings, it was revealed that when the teachers are motivated, 

then the academic performance would improve because teachers will work so hard 

because they have no stress and their desires for motivation are met. 

4.3.2 Improved  Teachers Attendance in Schools 

The respondents were further asked through questionnaire by the researcher whether 

motivational strategies had increased teachers‘ attendance in schools. The responses 

on that particular aspect were as follows: 40% of the respondents strongly agreed 

that motivational strategies had increased teachers‘ attendance in schools, 40% of 

the respondents agreed that motivational strategies had increased teachers‘ 

attendance in schools, 16% of the respondents were neutral whether motivational 

strategies had increased teachers‘ attendance in schools or otherwise. 4% of the 

respondents strongly disagreed that motivational strategies had increased teacher‘s 

attendance in schools. Figure 4.4 below shows how instructional strategies increased 

teachers‘ attendance in schools. 



52 

 

Figure 4.4: Increased Teachers’ Attendance due to Motivational Strategies 

Source: Field Data (2019). 

4.3.3 Increased Teachers’  Safety when Teaching in Class 

The researcher further sought to know from questionnaire whether motivational 

strategies had led to teacher‘s safety when teaching in class. With regard to this, 

44% of the respondents strongly agreed that motivational strategies had brought 

teachers safety and comfort ability when teaching in class, 32% agreed that 

motivational strategies had brought teachers safety and comfortability when teaching 

in class, 20% were neutral, 2% disagreed and 2% strongly disagreed that 

motivational strategies had led to teachers‘ safety and comfortability when teaching 

in class. Table 4.11 shows the teachers‘ safety and comfortability as result of 

teachers‘ motivation. 



53 

Table 4.11: Teachers’ Safety and Comfortability when Teaching in Class as 

Result of Motivational Strategies 

S/N Response Frequency Percentage 

1 Strongly Agree 22 44 

2 Agree 16 32 

3 Neutral 10 20 

4 Disagree 1 2 

5 Strongly Disagree 1 2 

Total 50 100 

Source: Field Data (2019). 

4.3.4 Increased Teachers Confidence and Competence in Teaching and 

Learning 

The researcher also sought to know during questionnaire whether motivational 

strategies were effective in increasing teachers‘ competence in the process of 

teaching and learning. With reference to this, the responses were as follows: 48% of 

the respondents strongly agreed, 34% agreed, 10% were neutral, 6% disagreed and 

2% strongly disagreed that motivational strategies had led to the increase of 

teachers‘ competence and confidence in teaching and learning in schools. Figure 4.5 

shows whether motivational strategies had led to increase of teacher‘s competence in 

classroom activities. 
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Figure 4.5: Increase of Teacher’s Competence in T/L due to Motivational 

Strategies 

Source: Field Data (2019). 

During interview with the head teachers and ward education officers, it was revealed 

that when teachers were motivated then they would become competent in teaching 

and learning process. The ward education officer from ward A stated the following 

in relation to this: 

―One of the motivational strategies is sending teachers 

to training, seminars and workshops for them to acquire 

new skills and learn of tactics that will be helpful in 

teaching in class, thus when they return in their offices, 

they become competent and feel comfortable in 

teaching because they will have been trained well 

during the training and seminar process‖ (Interview, 

21
st
 February 2019). 
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Also, the other interviewee revealed that:  

―There have been changes when teachers come from 

trainings, or seminars. Their teaching methods normally 

change and provide better impacts to the performance 

of students in their exams, thus we ask for the 

government to initiate regular trainings and seminars so 

as to improve the competency of teachers and teaching 

and learning process because it is one of the methods of 

motivating teachers‖ (Interview with Head teacher, 

School A, February 2019). 

4.3.5 Teacher’s Commitment in Teaching in School 

The respondents were further asked through questionnaire whether motivational 

strategies had led to the teacher‘s commitment in teaching in schools or not. The 

responses on  this   were  as  follows: 42% of the respondents strongly agreed that 

motivational strategies had led to teachers‘ commitment in teaching, 38% agreed 

that motivational strategies had led to teachers‘ commitment in teaching, 14% were 

neutral, 2% disagreed and 4% strongly disagreed that motivational strategies had led 

to teachers commitment in teaching in school, Figure 4.6 shows the responses from 

respondents on the  way  motivational strategies if employed are  likely  to  increase 

teachers‘ commitment in teaching in school. 
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Figure 4.6: Teacher’s Commitment in Teaching in School due to Motivational 

Strategies 

Source: Field Data (2019). 

4.3.6 Minimizes Job Turnover among Teachers 

Moreover, the researcher sought to know through questionnaire whether 

motivational strategies would minimize job turnover among teachers or otherwise. 

With regard to this, 36% of the respondents strongly agreed that motivational 

strategies would minimize job turnover among teachers, 36% agreed that 

motivational strategies would minimize job turnover among teachers, 12% were 

neutral, 12% disagreed that motivational strategies would minimize job turnover 

among teachers and 4% of the respondents strongly disagreed that motivational 
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strategies would minimize job turnover among teachers. Table 4.12 shows whether 

motivational strategies would minimize job turnover among teachers. 

Table 4.12: Teacher’s Stick with One Job due to Motivational Strategies 

S/N  Response Frequency Percentage 

1 Strongly Agree 18 36 

2 Agree  18 36 

3 Neutral 6 12 

4 Disagree 6 12 

5 Strongly Disagree 2 4 

Total 50 100 

Source: Field Data (2019). 

During the interview with the head teachers and ward education officers, it was 

revealed that when teachers were motivated, they would stick with one job. One of 

the head teachers from school C stated that: 

―There is a need of motivating teachers in schools so as 

to retain them in schools because currently, teachers do 

not come to school making excuse they are sick, so as 

they can go and do their personal activities that make 

them earn income. This affects the performance of 

students because when the teacher is needed by 

students, such teacher is not around but he or she is 

somewhere else doing other economic activities. All 

this is because the salary is not enough. Therefore, the 

government has to motivate teachers so that they can 

stick with their jobs‖ (Interview, 19
th

 February 2019). 
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Moreover, the Ward Education Officer from Ward B added that: 

―Teachers have been complaining that the salary is low 

and cannot accommodate their expenses so they engage 

in second jobs so as to add some income. One of the 

teachers once told me, ‗I am the father of the family, my 

children have to go to school and I have to pay for 

school fees, I need a house, I need a car, I need my wife 

to dress well, with this salary of teachers cannot fulfil 

my dreams so I need to do two jobs so as to balance‘. 

Thus, this teacher won‘t concentrate on teaching 

students to perform but will only teach just because it is 

the duty, motivation is needed to teachers to address 

these problems‖ (Interview, 23
rd

 February 2019). 

Based on the above findings, it is revealed that motivation strategies are important 

to be employed so that teachers can stick with one job and be committed to their 

duties as teachers and not otherwise. 

4.4 Effective Measures to be Implemented so as to Motivate Teachers in 

Teaching and Learning 

The research objective three aimed to suggest measures to be implemented so as to 

inspire teachers in teaching and learning practice. The data of this research 

objectives were obtained through questionnaire from teachers and interview from 

head teachers and two (2) education officers. Given below are the measures or 

organized actions suggested by the respondents during questionnaire and interview.  

4.4.1 Payment to Teachers on Time 

The researcher sought to know through questionnaire administered to the 

respondents as to what were the effective measures to be taken to motivate teachers 
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in the course of teaching and learning. The responses for this were as follows; 62% 

of the respondents stated that payment of teachers on time was among the strategies 

especially when it is implemented it would influence teachers in teaching and 

learning, 32% agreed that paying teachers on time was one of the strategies if 

implemented would motivate teachers in teaching and learning, 4% were neutral and 

2% strongly disagreed that paying teachers on time if implemented would motivate 

them in teaching and learning. Table 4.13 shows the responses of respondents. 

Table 4.13: Payment of Teachers on time 

S/N  Response Frequency Percentage 

1 Strongly Agree 31 62 

2 Agree  16 32 

3 Neutral 2 4 

4 Disagree - - 

5 Strongly Disagree 1 2 

Total 50 100 

Source: Field Data (2019). 

4.4.2 In-service Training   

The researcher furthermore sought to know through  questionnaires whether 

frequent teaching training for teachers if implemented would  motivate teachers in 

teaching and learning and the responses were: 54% strongly agreed that frequent 

teaching training for teachers if implemented would  motivate teachers in teaching 

and learning, 36% agreed that frequent teaching training for teachers if implemented 

would  motivate teachers in teaching and learning, 6% were neutral and 4% strongly 

disagreed that frequent teaching training for teachers if implemented would  
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motivate teachers in teaching and learning process. Figure 4.7 shows the responses 

of the respondents. 

 

Figure 4.7: Frequent Teaching Training for Teachers 

Source: Field Data (2019). 

4.4.3 Improved Teaching Environment  

Furthermore, the respondents were asked during questionnaire whether improving of 

teaching environment if implemented would motivate teachers in teaching and 

learning process. Regarding this, responses were as follows: 64% of the respondents 

strongly agreed that improving of teaching environment if implemented would 

motivate teachers in teaching and learning process, 32% agreed that improving 

teaching environment if implemented would motivate teachers in teaching and 
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learning process, 4% were neutral. Table 4.14 shows the responses of the 

respondents. 

Table 4.14: Improving Teaching Environment 

S/N  Response Frequency Percentage 

1 Strongly Agree 32 64 

2 Agree  16 32 

3 Neutral 2 4 

4 Disagree - - 

5 Strongly Disagree - - 

Total 50 100 

Source: Field Data (2019). 

4.4.4 Provision of Housing and Accommodation among Teachers  

The researcher further sought to know whether provision of housing accommodation 

among teachers if implemented would motivate teachers in teaching and learning. 

With regard  to  this,  the responses were: 50% of the respondents strongly agreed 

that provision of housing accommodations if implemented would motivate teachers 

in teaching and learning, 28% agreed that provision of housing accommodations if 

implemented would  motivate teachers in teaching and learning, 12% were neutral, 

6% disagreed that provision of housing accommodation if implemented would  

motivate teachers in teaching and learning and 4% of respondents strongly disagreed 

that provision of housing accommodations if implemented would  lead to motivation 

of teachers in teaching and learning. Table 4.15 shows the responses of the 

respondents. 
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Table 4.15: Provision of Housing Accommodations to Teachers 

S/N  Response Frequency Percentage 

1 Strongly Agree 25 50 

2 Agree  14 28 

3 Neutral 6 12 

4 Disagree 3 6 

5 Strongly Disagree 2 4 

Total 50 100 

Source: Field Data (2019). 

 

4.4.5 Adequate Provision of Teaching and Learning Materials 

Furthermore, the respondents were asked during questionnaire whether provision of 

teaching and learning materials if implemented would result to motivation of 

teachers in teaching and learning process. On  this, the responses were: 50% of the 

respondents strongly agreed that provision of teaching and learning materials if 

implemented would  lead to motivate teachers in teaching and learning process, 36% 

agreed that provision of teaching and learning materials if implemented would  lead 

to motivating teachers in teaching and learning process, 8% were neutral, 4% 

disagreed and 2% strongly disagreed that provision of teaching and learning 

materials if implemented would  motivate teachers in teaching and learning process. 

Figure 4.8 shows the responses of the respondents. 
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Figure 4.8: Provision of Teaching and Learning Materials 

Source: Field Data (2019). 

4.4.6 On time Payment of Remunerations among Teachers 

The researcher sought to know during questionnaire whether payment of 

remunerations to teachers if implemented would motivate teachers in teaching and 

process and the responses were 60% of the respondents strongly agreed that 

payment of remunerations if implemented would  motivate teachers in teaching and 

learning, 22% of the respondents agreed that provision of remunerations if 

implemented would motivate teachers in teaching and learning process, 12% were 

neutral and 6% disagreed that provision of remunerations to teachers if implemented 

would motivate teachers in teaching and learning process. Table 4.16 shows the 

responses of the respondents. 
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Table 4.16: Payment of Remunerations to Teachers  

S/N  Response Frequency Percentage 

1 Strongly Agree 30 60 

2 Agree  11 22 

3 Neutral 6 12 

4 Disagree 3 6 

5 Strongly Disagree - - 

Total 50 100 

Source: Field Data (2019). 

During the interview with head teachers and ward education officers, they revealed 

some of measures that the government had taken in motivating teachers in the 

process of teaching and learning. Below are the measures that government has been 

taking: 

The findings from the interviewees revealed that the government was providing 

teaching and learning materials to secondary schools as a way of motivating teachers 

in teaching and learning process but the findings also revealed that the government 

had based much on providing science teaching and learning materials leaving behind 

arts subjects. 

The findings further revealed that the government was playing a major role of 

increasing the number of teachers in schools so as to reduce the workload of 

teachers in schools. Further, it was revealed that in February 2019, there was new 

intake of teachers employed in secondary schools to cover the shortage of teachers 

in secondary schools. 
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Also, the findings revealed that the government playing the role of increasing classes 

due to high enrolment rate of students in schools. It was also increasing tables and 

chairs in classes so as to satisfy the number of students in schools and reduce 

students sitting down when studying in classes. The Ward education officer from 

ward A stated that:  

―The government is in the process of building of classes 

in ward schools that have the problem of shortage of 

classes, some of the schools already have been built, 

new classes and other schools will also follow‖ 

(Interview, 21
st
 February 2019). 

Moreover, it was revealed that the government was providing teaching and learning 

materials, classes, tables and chairs and also increasing the number of teachers in 

schools to reduce the big workload of teachers in schools. However, majority of the 

interviewees said that the government had forgotten to motivate teachers. For 

example, teachers‘ houses had not been repaired since they were built in the 1960s. 

Also, teachers‘ promotions were taking too long because since 2016 up to the time 

of this study there had been no promotion for teachers, teachers‘ salaries were also 

not satisfactory and even when the increase of salary came it only increased in a 

very little percent thus making the life of teachers so hard to bear. Furthermore, 

teachers‘ efforts were not recognized by the central government. Therefore, teachers 

needed recognition in matters of decision making in educational matters, so as to be 

motivated in their employment.  

Thus, the government needs to address also the teacher‘s motivation not by 

providing teaching and learning materials or building classes, but by building them 
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houses, repairing those existing ones, promoting teachers, recognizing their efforts 

and appraising their salaries so as to make them solve their economic problems.   

4.5 Summary of the Main Study Findings 

Based on the findings from the first objective to the last objective, it is revealed that 

there are motivational strategies that are available to motivate teachers in teaching 

and learning process. Such strategies are like: Increasing of salaries, position 

appraisal, provision of teaching and learning materials and provision of houses for 

teachers.  

The study further went on showing the extent of motivational strategies in teaching 

and learning process and it was revealed that when motivation strategies are 

effectively implemented, then the following will be achieved: Improved 

performance of students, teachers‘ job turnover will decrease and increased teachers‘ 

competence in teaching and learning process.  

Further, the study mentioned some of the measures that could be employed to 

motivate teachers and among those measures were such as: Provision of 

remunerations to teachers, provision of teaching and learning materials on time and 

and paying of salary on time.  
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CHAPTER FIVE 

DISCUSSIONS OF THE MAJOR FINDINGS 

5.0 Introduction  

This study aimed at examining the effectiveness of motivation strategies of teachers 

in teaching and learning in the public secondary schools in Tanzania. Based on the 

general objective of the study, the study had the following specific objectives: to 

identify the motivational strategies used to promote motivation among the teachers 

in public secondary schools in Tanzania; to assess the effectiveness of the strategies 

used to promote motivation in teaching  among teachers in public secondary schools 

in Tanzania and  to suggest the organized strategies for effective implementation of 

motivation strategies for improving teaching and learning among teachers in public 

secondary schools in Tanzania. 

This chapter deals with the discussion of the research findings to demonstrate how 

they relate or differ with other findings gotten in other countries around the world. 

The discussion of these findings was done with regard to the research objectives. 

5.1 Discussion of the Major Findings  

The discussion of the findings was based on the research objectives. The discussion 

began with the objective number one to three and were guided by the findings from 

chapter four respectively.  

5.1.1 Motivational Strategies used to Promote Teachers’ Motivation in 

Teaching and Learning  

Objective one sought to identify the motivational strategies used to promote 

teachers‘ motivation in teaching and learning in secondary schools in Dodoma city. 
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The results revealed that there were some motivational strategies that were being 

used to promote teachers‘ motivation in teaching and learning. The findings 

presented in chapter four revealed those motivational strategies such as increase of 

salary, position appraisal, provision of teaching and learning materials, on time 

payment of salaries to teachers, payment of remunerations to teachers, teachers‘ in-

service trainings and provision of housing accommodations to teachers. 

5.1.1.1 Increase of Salary 

The findings revealed that increase of salary to teachers would promote teachers‘ 

morale of teaching and learning. This study results concurs with Sumra (2004b) who 

revealed that teachers felt that they needed their pay to increase since the payments 

given were not satisfactory. It also correlates with Davidson (2005) who revealed 

that teachers‘ payments were insufficient to meet their basic needs. 

The findings of this study concur with that of Ekhaguere (2000) who conducted a 

study in Nigeria and stated that Teachers‘ motivation has biggest impact on the 

quality of education. It was revealed in this study that the quality of education had 

been eroded because teachers service condition was poor and their salaries were low, 

delayed or not paid at all, the situation led to low motivation of teachers, poor 

dedication to their teachings and thus leading to poor education in the country.  

Furthermore, Ubom (2002) concurs with the findings of this study as it revealed that 

low payment of teachers influences low commitment to teachers. Ubom (ibid.)added 

that most of the government schools differed from those of private schools where in 

private schools teachers were well paid and well assisted in their needs that is why 

even their performance was high but in government schools teachers were left with 
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their problem and their cries were not heard on time and this was affecting even the 

performance of public secondary schools academically because majority of teachers 

were demotivated and less committed to their job. 

 The findings of this study are in line with those of Kadzamira (2006) where it was 

stated that all education stakeholders agreed to the fact that job satisfaction and 

motivation of teachers was accompanied by level of salary paid, availability of 

appropriate housing, opportunities for further training and school availability of 

teaching and learning resources. Based on this finding, it is clear that where there is 

good salary to teachers, there is better provision of education and teachers become 

more motivated. 

5.1.1.2 Position Appraisal 

The findings of this study revealed that the position appraisal was one of the 

strategies that may motivate teachers in teaching and learning process. This is in line 

with Mbwana (2015) who stated that promotion of teachers, job satisfaction has the 

very positive effect on the provision of education by teachers and teachers feel 

motivated in their work environment. 

5.1.1.3 Provision of Teaching and Learning Materials 

The findings of this study revealed that provision of teaching and learning materials 

in schools was one of the strategies to motivate teachers in teaching and learning 

process. This finding correlates with the study conducted by Isola (2010) who stated 

that teaching and learning materials are requirements which assist teachers to assist 

students in learning, and simplifies the learning process. Furthermore, Kafui (2005) 

stated that availability of teaching and learning materials assist in effective teaching 
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of teachers‘ lesson. Based on the statements above, this reveals that availability of 

enough teaching and learning materials increases the academic performance of 

students in schools and motivates teachers in the process of teaching and learning.  

Moreover, the findings of this study correlate with those of Adelabu (2003) who 

revealed that teaching and learning resources is one of the factors that lead to 

teachers‘ jobs satisfaction and motivation. He added that poor teaching and learning 

environment including resources lead to low morale of teachers in the whole process 

of teaching and learning. This justifies that availability of enough teaching and 

learning materials in schools counts in promoting teachers‘ motivation to a large 

extent.  

5.1.1.4 Payment of Remuneration  

The findings of this study revealed that payment of remunerations to teachers is one 

of the motivational strategies that improve teaching and learning process. This 

finding concurs with the study conducted by Lymo (2014) where the informants 

stated that they had problems in getting their allowances. No leave allowance was 

paid even after they had filled a form.  Again, when they invigilated exams, they 

were required to be paid invigilation allowance but they were not paid. This 

demotivated teachers in their performance of their daily school activities.  

5.1.1.5 Provision and Repairing of Housing Facilities  

The study results showed that provision and repairing of housing accommodation to 

teachers was one of the motivational strategies to improve the teaching and learning 

process in secondary schools. This finding correlates with other studies (Rajani, 

2003; Hakielimu, 2003 & Davidson, 2007) which stated that majority of teachers in 
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developing countries including Tanzania live in a very poor life due to low salary, 

denial of their rights and lack of proper housing. This was seen in one of the 

informants in Lymo‘s study (2015), where one of the informants stated that:  

―There is no school housing here, I am renting a house in 

village. Sometimes, I have to hire a motor bicycle to come to 

work and return home in the evening. This puts a debt in my 

salary. Most of the time, I don‟t teach morning periods 

because it is difficult for me to be here on time”.   

This reveals that teachers in some parts of Tanzania face the problem of housing 

where they rent houses of which the salary received being used in paying the rent. 

This has been demotivating teachers to a large extent and for that, the government 

should work on providing housing facilities to teachers near school. 

Furthermore, the findings of this study correlate with those of Croft (2002) who 

stated that majority of the teachers in Tanzania and other developing countries 

struggle to work in town and not n rural areas due to lack of suitable housing and 

proper infrastructures. This is also supported by Bennel and Akyeampong (2007) 

who revealed that the problem of teachers not being willing to move to rural areas 

was due to various factors and one of them being lack of suitable houses in remote 

areas. 

5.1.1.6 In-service Training 

 Regarding this aspect, the findings revealed that for teachers, in-service training 

was one of the motivational strategies for them to improve teaching and learning 

process in secondary schools. This finding is in line with those of UWEZO (2010) 

where it was revealed that poor teachers‘ training has negative impact on the 
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learning outcome of students. This has led many graduates in primary school to lack 

knowledge of literacy and numeracy skills. Thus, there is a need for frequent 

teachers training so as have professional knowledge that will help them in their day 

today teaching. Moreover, the findings of this study concur with those of 

Songbatumis (2017) who acknowledged that there was severe shortage of training 

among primary teachers. As a result, teachers lacked proficiency and competence. 

Elibariki (2017) added that there is a need of in-service trainings to be provided to 

teachers and update their teaching competency from time to time in order to improve 

their skills and competency. This reveals that teachers‘ training is important in 

motivating them since when they go to training, they become motivated and updated 

on new methods and skills of teaching. 

Furthermore, the findings of this study correlate with that of Ali and Ahmed (2009) 

who revealed that like any other organization, in educational institutions. There is 

balance between performance and commitment to the work of employees. Rewards 

and recognitions have direct impact on job satisfaction and motivation of employees. 

Thus, this reveals that rewards and recognitions to teachers in school have positive 

impact in motivation and the academic performance of students in school. This was 

also supported by Katou (2008), who revealed that motivation and effective 

performance of teachers has direct link with rewards and recognition in the line of 

work.  
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5.1.2 The Extent to which the Motivational Strategies are Effective in 

Teaching and Learning among Teachers in Public Secondary Schools in 

Dodoma City 

The findings presented in Chapter Four highlight the extent to which motivational 

strategies are effective in teaching and learning among teachers in Public secondary 

schools in Dodoma city. Among of the highlights are; the increasing of students‘ 

performance in schools, increasing of teachers‘ attendance, minimizing the job 

turnover of teachers and increasing teachers‘ competence in teaching and learning 

process. 

5.1.2.1 Increase of  Students’ Performance in Schools 

The findings of this study revealed that where motivational strategies are effectively 

implemented, then there would be increase of students‘ performance in schools. 

These findings are similar to those by Aljasmi (2012) who said that when employees 

are motivated, they improve their performance and finally increase their output. 

Therefore, when employees are motivated, the academic performance of the students 

will be improved.  

These findings correlate with those by Latt (2008) and Mustafa and Othman (2010), 

who revealed that motivation to teachers assists them in accomplishing of the 

objectives in a proficient way. Motivation on the other hand, enhances the aptitude 

and learning of teachers and leads to positive impact on the students‘ 

accomplishment and this is evidenced where teachers are demotivated then even the 

students‘ performance in such schools becomes poor. In support of  this, the study 

conducted by Akanbi (2011) to  examine  the impact of intrinsic and extrinsic 

motivation on workers performance, it was observed that there is a significance 
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relationship between motivation of employees and the academic achievement of 

students in schools. 

Moreover, the findings of this study are in line with the study by Fasasi et al. (2015) 

that occupational satisfaction, good working condition and association of staff in 

decision making are crucial elements which could drive teachers in their 

performance. In support of this statement, the study conducted by Geofrey (2010) 

revealed that motivational factors have an important influence on the teachers‘ 

teaching and learning performance. 

5.1.2.2 Increase  of Teachers’ Attendance 

The findings of this study revealed that where teachers are effectively motivated, 

then the increase of teachers‘ attendance in schools would be observed.  On this 

regard, the findings concur with those of Patrinos (2013) who stated that teachers‘ 

absenteeism in school is one of the biggest losses to students‘ educational 

development. This is due to poor motivation of teachers where teachers seek other 

jobs to get extra cash apart from the unsatisfactory monthly salaries they usually 

receive.  

Moreover, the findings of this study contradicts with findings of Railsback (2004), 

who revealed that truancy is a sign of failure and leads to students dropping out from 

school hence not graduating from their schooling.  

5.1.2.3 Increase of  Teachers’ Competence in Teaching and Learning Process 

The findings of this study revealed that when teachers‘ motivation is effectively 

addressed through in-service trainings, then increase of teachers‘ competence in 

teaching and learning process would be observed. The findings of this study concur 
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with Krueger and Rouse (1998) who stated that training and skills are in many times 

rooted in one another. They found that workers that attended training, despite its 

specificity, became more devoted workers and competent in their way of doing their 

duties. 

Again, these findings correlate with those by Adelabu (2005) who stated that 

teachers are motivated based on the way they are deployed, their working condition, 

competence, status and renumeration in the society. In the same vein, Nyakyi (2006) 

added that motivated teachers are the pillars of quality education due to the fact that 

through them, students can obtain skills which they will apply in their daily life. 

Thus, it is evidenced that where teachers are effectively motivated, they would be 

competent and teach pupils professionally. 

5.1.2.4 Minimizing Job Turnover to Teachers 

The findings of this study revealed that if motivational strategies are effectively 

implemented, that act will minimize job turnovers of teachers in schools.  This is in 

line with the study conducted by Hanman (2005) and Khan et al. (2011) who 

revealed that job satisfaction is prerequisite for teachers to stick with their jobs and 

become committed in their activities as teachers. It has been evidenced that most of 

teachers who feel demotivated tend to seek second jobs to satisfy their demands. But 

when teachers are being paid on time with good salaries, they will stick to their jobs 

thus reducing the turnovers of teachers to other employments.  
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5.1.3 Effective Measures to be Implemented so as to Motivate Teachers in 

Teaching and Learning 

The findings of this study revealed that if some measures are taken and are 

implemented, they will motivate teachers in teaching and learning process in 

secondary schools. These measures as revealed in Chapter four were such as 

provision of adequate teaching and learning materials in secondary schools, 

increasing the number of teachers in secondary schools to reduce the  big teaching to 

teachers, increasing the number of classes, tables and chairs in secondary schools to 

reduce the overcrowding of students in classrooms and avoid students sitting down 

or standing up while studying. 

5.1.3.1 Provision of Adequate Teaching and Learning Materials 

It was revealed in this study that if provision of adequate teaching and learning 

materials is effectively done, then the motivation of teachers would be achieved. 

These findings correlate with those of the study conducted by Estey (2005) who 

argued that availability of teaching and learning materials have positive effect on 

teaching process. These are such as text books, instruments and other materials 

geared to assist student to know and to understand well about a lesson derived by a 

teacher in the classroom. In line to what Isola (2010) stated, teaching and learning 

materials are requirements which assist teachers to support students in simplifying 

teaching and learning process in the classroom. Kafui (2005) makes the same claim 

that availability of teaching and learning materials give a hand to the effective 

teaching the lesson to the students. Based on these statements, it is believed that 

sufficient materials for teaching and learning increase the academic performance of 

students in schools.  
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5.1.3.2 Increase of  the Number of Classroom, Tables and Chairs 

The findings of this study revealed that one of the measures to be implemented to 

achieve teachers‘ motivation is by increasing the number of classrooms, tables and 

chairs in schools so as to reduce the workload of teachers in teaching and learning 

process in secondary schools. It has been revealed that big workloads demotivate 

and reduce the teaching morale of teaching of teachers in secondary schools. 

Therefore, easing them of this burden would make them motivated in their career. 

Although the government was acknowledged to have been providing teaching and 

learning materials, classes, tables and chairs and also increasing number of teachers 

in schools to reduce the overworking of teachers in schools, majority of the 

interviewees felt that it had forgotten to motivate teachers in one way or another. For 

example, teachers‘ houses in the schools under study were not repaired since they 

were built in the 1960s, their promotions were taking too long to be effected. They 

argued by giving an example that since 2016 there have been no teachers promotions 

therefore, teachers‘ salaries have remained low thus making their life so hard to 

bear. Furthermore, teachers‘ efforts are not recognized by the central government. 

They argued that teachers need recognition in matters of decision making in 

educational matters, because reconition is one of the motivation elements in their 

employment. 

The findings of this study concur with those of Ngu‘ono, Onyango and Museve 

(2014) who revealed that the overcrowding in classrooms in public secondary 

schools has made teachers overworked in those public secondary schools. Coupled 

with poor salaries, this has led to demotivation of teachers to a large extent. 

Therefore, they suggested that there is need of building more classrooms and buying 
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of tables and chairs to reduce the problem of teaching many students in one class. In 

line with these findings, the study conducted by Khamati and Nyongesa (2013), 

added that shortage of infrastructures in schools such as inadequate classrooms, 

tables and chairs also laboratories for science subjects was demotivating teachers in 

the teaching process to a large extent. Thus, there is a need of improving school 

infrastructures by buying more tables and chairs, building more classrooms and even 

laboratories for science teachers to make the school teaching climate friendly to 

teachers hence motivating them. The findings of this study concur with the study by 

Mkumbo (2014) who stipulated that the problem of housing for teachers was a 

challenge that demotivating them in their teaching to a large extent.  

Thus, there is a need to improve the housing accommodations to teachers, improve 

classrooms and all other teaching and learning resources so as to improve the quality 

of education and therefore motivating teachers in their line of work. 

5.1.3.3 Increase of  the  Number of Teachers in Secondary Schools 

The findings of this study furthermore revealed that if some measures were taken it 

would motivate teachers in secondary schools. This was to increase number of 

teachers in secondary schools.  If implemented, this would reduce the workload of 

teachers and therefore improve the quality of education to teachers to a large extent.  

These findings are in accord with those of Kwamboka (2017), who revealed that 

shortage of teachers, scarcity of textbooks and inadequate facilities were part of the 

problems facing secondary schools in Kenya. As way of addressing the problem, it 

was revealed that there was a need for teacher increase and other necessities to 

ensure the availability of enough teachers in school and other resources to motivate 

teachers.  
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5.2 Relevance of the Theory used  in   this  Study 

The theory of Hierarchy of Needs by Maslow (1954) was relevant to the findings of 

this study. The theory states that for employees to be motivated, there are stages that 

are to be employed. One of the stages are such as physiological needs, safety needs, 

social needs, esteem needs and self-actualization needs. The psychological needs 

refer to basic needs such as food, shelter and so forth where as teachers need to be 

motivated in terms of increase of their salaries to make them be able to provide for 

themselves with basic needs.  

Safety needs refer to the environment which contains safety of teaching and living 

(job satisfaction). In this study, safety need is important due to the fact that teachers‘ 

houses were not repaired, they were too old and dilapidated therefore not safe for 

teachers to live in. In that regard, teachers needed to be motivated by repairing of 

their houses to make them feel safe in their job environment. Social need such as 

feeling loved and sense of belonging would serve as one of the motivation package 

to teachers.  Given this context, the findings in this study put that there is a need of 

teachers to be acknowledged in terms of remuneration and awards to make them feel 

loved and acknowledged of their works in schools.  

 Furthermore, self-esteem is of vital importance in motivating teachers. It was 

revealed in this study that position appraisal, increase of salaries makes teachers feel 

respected and their status adored. Moreover, self-actualization is one of the 

motivational aspects that teachers desire in their teaching process. This aspect is 

relevant in this study since teachers need in-service trainings that will motivate them 

through competent teaching therefore achieving the targets expected in the whole 

process of imparting knowledge.  Thus, the theory of Maslow Hierarchy of Needs by 

Maslow (1954) is relevant to findings obtained in this study. 
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CHAPTER SIX 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

6.1 Overview 

This chapter gives the summary, conclusion and recommendations of the findings 

from the study on the effectiveness of motivation strategies to teachers in teaching 

and learning in public secondary schools in Tanzania. 

6.2 Summary of the Study 

This study examined the effectiveness of motivation strategies of teachers in 

teaching and learning in the public secondary schools in Tanzania. The study was 

governed by three specific objectives namely: identifying the motivational strategies 

used to promote motivation in teaching and learning among the teachers in public 

secondary schools in Dodoma city; to access the effectiveness of the strategies used 

to promote motivation in teaching and learning among the teachers in public 

secondary schools in Tanzania; lastly to suggest the organized strategies for 

effective implementation of motivation strategies for improving teaching and 

learning among teachers in public secondary schools.  

The study employed Maslow‘s Hierarchy of Needs (1954) by focusing on five (5) 

stages of the theory which are self-actualization, esteem, social, safety and 

physiological needs. The study was conducted in Dodoma City Council. The study 

employed mixed approach where both qualitative and quantitative approached were 

employed. Moreover, the study employed cross-sectional survey research design 

which was sought to be the best method to get information from all the respondents 

at one point in time. The study employed 60 respondents where 55 of them were 
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teachers, 2 Ward Education Officers and 3 head teachers. The methods involved in 

the study were questionnaire, interview and documentary review.  

6.3 Summary of the Findings 

The findings of this study were presented based on the research objectives from the 

first objective to the last objective. 

The first objective aimed at identify the motivational strategies used to promote 

teachers‘ motivation in teaching and learning. With  regard to  this  objective, the 

findings revealed that there were motivational strategies  used to promote teachers‘ 

motivation and as it was revealed through the findings in chapter four, these  

motivational strategies were increasing of salary to teachers, position appraisal, 

provision of teaching and learning materials, on time payment of salaries to teachers, 

payment of remuneration to teachers, provision and repairing of housing 

accommodation to teachers and teachers in-service training. 

The second research objective aimed at showing the extent to which the 

motivational strategies were effective in teaching and learning among teachers in 

secondary schools. With regard to this, the findings revealed that the motivational 

strategies were effective to a large extent since they were thought that they would 

increase performance, minimize teachers‘ turnover in schools, increase teachers‘ 

attendance in schools, increase teacher‘s safety when teaching in class. They would 

also increase teachers‘ competence in teaching and learning process. 

The third objective of this study aimed at showing the effective measures to be 

implemented so as to motivate teachers in teaching and learning. The findings in 

chapter four revealed that there were effective measures to be put in place so as to 
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motivate teachers. These measures were such timely salary payment to teachers, 

frequent trainings of teachers in schools, provision and repairing of housing for 

teachers, increasing the number of teachers in schools with aim of easing the 

workload of teachers, provision of teaching and learning materials and payment of 

remuneration to teachers.  

6.4 Conclusion  

Based on the findings of the study, it is hereby concluded that to ensure that 

teachers‘ motivation is being well addressed and implemented, the government has 

to create a mechanism that would ensure teachers are motivated in their career.  The 

following should be done to motivate teachers: increase of salaries for teachers‘ 

promotion of teachers‘ provision of teaching and learning materials for science 

subjects and also arts subjects without discrimination; on-time payment of salaries to 

teachers to make teachers love their jobs; payment of remunerations to teachers to 

make them increase their proficiency in their work. This would be through paying 

them marking allowance, students‘ performance allowance, seminars; teachers‘ 

training (for those in service teachers) to make teachers cope with the change in 

curriculum and considering teachers‘ workload per payment. 

6.5 Recommendations  

6.5.1 Recommendations for Immediate Action 

i. The government through MoEST should work on the different incentives 

that will boost the teaching morale of teachers in schools. This is by paying 

their salaries on time, increasing their salaries yearly Through these, teachers 

will be self-motivated and feel recognized on their efforts in the field of 

Education.  
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ii. The government should provide free medical facilities without charge and 

other social services to teachers. Payment of allowances to teachers will 

make feel safe and healthy. Furthermore, the government should ensure 

teachers are accommodated with housing facilities, and where houses are 

available, they need to be repaired to make teachers feel safe in the places 

where they live.  

iii. Regular check-ups and meetings with teachers should be made and 

implemented to make teachers well taken care of in terms of their problems 

and how to solve such problems in order to meet the education objectives.  

iv. Provision of rewards to the teachers whose subjects‘ students have 

performed better. Through such rewards, teachers will put more efforts in 

their teaching hence improving the standard of education through better 

performance of their students.  

6.5.2 Recommendations for the Policy 

The study recommends to the policy makers that there is a need to have a policy in 

place to address teacher‘ motivation matters as an important policy item. This is 

important because for education to improve, teachers have to be motivated so that 

they work harder therefore give their   best for the improvement of education.  

6.6 Area for Further Research  

The findings of this study have revealed that teacher‘s motivation in Dodoma 

schools is inadequate and the government has no known mechanism to motivate 

teachers. This has resulted to demotivation of teachers in their teaching in schools. 

Thus, the findings revealed that there is still a need for further studies on the field of 

teacher motivation. The following are the areas for further research: 
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i. There is a need for other researches to be conducted to compare teachers‘ 

motivation in Public secondary schools found in other locations as to make 

comparison. 

ii. Moreover, other studies have to be conducted to assess effectiveness of the 

educational laws, policies and regulations in addressing the motivation of 

teachers in Tanzania.  
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APPENDICES 

Appendix 1: Questionnaire for Teachers 

Dear Participant 

I am a student of the University of Dodoma (UDOM) conducting a research entitled 

―Effectiveness of Motivation strategies in Teaching and Learning among Teachers 

in Public secondary schools in Tanzania‖. The main purpose of this questionnaire is 

to gather data that will be helpful in finding ways to motivate teachers in Tanzania 

schools to ensure quality education is provided to students in Public schools. 

Part I: Demographic Information 

Please circle the relevant answer 

1. Gender 

a. Male 

b. Female 

2. Age  

……………………….. 

3. Marital Status  

a. Married 

b. Not married  

4. What is your level of education?  

a. Diploma 

b. Bachelor Degree 

c. Master  

5. Experience   

…………………………………………… 
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Part II: Questionnaire  

Read carefully the following phrases. Please tick (√) against question relevant  

 

 

Teachers perception on Motivation 

Strongly 

Agree  

Agree  Moderate Not Agree 

Are teacher motivated in your 

school? 

    

Are the wages paid on time in 

your school? 

    

Are there any school 

accommodations provided like 

housing? 

    

Do you feel comfortable when 

teaching? 

    

Are there all necessary materials 

for teaching in your school? 

    

Are there any salary appraisals in 

this year? 

    

Does the teaching salary satisfy 

your needs? 

    

Do you have a second job to 

satisfy your needs? 

    

Are there any training done to 

teachers in your school? 

    

Is your school classes 

overcrowded? 

    

Are teachers being paid 

remunerations apart from normal 

salary? 

    

Do you feel motivated on your 

line of work? 
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Do you like being a teacher?     

 Are the Government efforts in 

increasing schools in ward, do 

they motivate teachers? 

    

Is there any need to motivate 

teachers? 

    

Is teaching motivation and student 

performance interrelated? 

    

 

Part II: Fill on the blanks 

 

1. Are there any strategies and mechanisms you know that are put in place to 

promote teachers‘ motivation? 

a. Yes  

b. No 

If yes, Please mention them 

________________________________________________________________

________________________________________________________________

________________________________________________________________ 

 

2. What are challenges that face teachers‘ motivation in teaching and learning? 

Please mention few  

________________________________________________________________

________________________________________________________________

________________________________________________________________ 

3. Are there any strategies implemented to motivate teachers in public schools?  

a. Yes 

b. No 

If yes, mention  them 

________________________________________________________________

________________________________________________________________

________________________________________________________________ 
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Appendix 2: Interview Guide for Head teachers and Education Officers 

1. Do you understand the term teachers‘ Motivation? 

2. As an administrator in the education field, what measures are being taken to 

motivate teachers in teaching and learning?  

3. What are the current ongoing strategies and mechanism to motivate teachers 

in their teaching and learning? 

4. Are there any challenges that face teachers‘ motivation in teaching and 

learning? 

5. What measures have been taken to meet those challenges? 

6. Does the government acknowledge the need of teachers‘ motivation? 

7. What efforts has the government made in motivating teachers to date? 

8. What are your recommendations basing on teachers‘ motivation in ensuring 

that quality education is provided in public schools? 
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Appendix 3: Documentary Review 

S/N Document Source Analyzed content  √ X Remarks 

1 Dissertations 

and Thesis 

Published 

and 

Unpublished 

sources 

- What 

researchers 

spoke about 

teachers‘ 

motivation 

- What 

recommendation

s and findings 

they made on 

teachers‘ 

motivation? 

   

2 Journals and 

Articles 

Internet - To see the 

perception of 

other writers on 

teachers‘ 

motivation 

 

- To explore their 

findings basing on 

teachers‘ 

motivation 

   

3 Reports and 

Policies 

Ministry of 

Education 

Science and 

Technology 

Vocational 

Training 

- To explore the 

government 

reports and 

policies that 

acknowledge the 

issue of 

teachers‘ 

motivation and 

to what extent 

this issue has   

been addressed 
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Appendix 4: Introduction Letter from the University of Dodoma 
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Appendix 5: Permission Letter for Data Collection 
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Appendix 6: Consent Letter from Dodoma City Council 

 


